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CHAPTER 1 
INTRODUCTION 
1. Introduction 
The subject of this study is the Context MasterClass „Strengthening of public 
support‟ (CMC), an annual professional development trajectory for organizations 
in the field of international cooperation and sustainable development which has 
been running each year since 2003. Over the years the CMC‟s content and 
structure has evolved considerably. In its last ever year of existence (2009-2010), 
the CMC included an exclusive training programme with around 25 participants 
each year, a CMC lecture once every two months for staff members of Dutch 
(development) organizations and, attached to these lectures, optional workshops 
for interested participants to delve deeper into the topic of the lecture. 
The approach of the CMC learning trajectory is based on a number of underlying 
principles, some of which are inspired by adult-learning pedagogies. 
Selection of topics that are relevant to the daily practice of trainees: 
– elements of action learning: active participation and contribution of trainees, 
reflection about own professional practice, conceptualizing alternative 
strategies, supporting trainees in trying out those strategies in their own work 
environment; 
– focus on peer exchange and feedback; 
– choice between certain options. 
The programme is operating in a rapidly changing environment. The public 
debate about the pros and cons of programmes that strengthen public support for 
development cooperation has been intense in the Netherlands. The critical stance 
of a number of political actors, the changing policies of the Ministry of Foreign 
Affairs, and the growth of private initiatives (PIs) all have consequences for the 
CMC, and require responsiveness and flexibility. The annual report of the 
2008-2009 CMC cycle refers to a number of these issues, and raises other issues 
that deserve attention in future programmes, such as: 
– adjusting the programme content to the drastic changes in the Dutch funding 
landscape and institutional setting of public support; 
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– increasing the links between the learning trajectory and the lecturers; 
– linking the content of the learning trajectory more with emerging issues in the 
field, for example, on the basis of real cases; 
– strengthening the action learning cycle by providing follow-up support and 
reflection on trials or experiments of participants in their own programmes; 
– strengthening the networking power of the lectures and other gatherings. 
As the current CMC programme comes to a close, the stakeholders involved 
(NCDO, Context and CIDIN) and the funding Ministry wish to conduct an 
assessment of the results and effects of the programme1. This would additionally 
allow to an assessment of the justification of the costs and to of improvements for 
both the design and the implementation of such training trajectories.  
2. Objectives and underlying principles of the study 
The Terms of Reference (see Annex 1) defines the overall aim of this study as to 
gain a better idea of the results and the effects of the CMC programme. The ToR 
also lists a number of important research questions. We repeat them below with 
some suggestions for re-grouping: 
1. Effectiveness and impact 
To what extent did the CMC achieve its main goal over the last seven years in 
contributing to enhancement of capacity and professionalization of the field with 
regard to (methods of) strengthening public support? Why or why not? 
Effects at the individual level 
a. Have participants gained knowledge and did they develop skills in 
(methods) of strengthening of public support? 
b. Is the knowledge that participants gain sustainable? And is the 
knowledge that participants gain still relevant after a few years? 
c. Do participants apply the knowledge and skills in their work (and 
how)? 
Effects at the organizational level 
d. How does the management of these participants recognize the applied 
knowledge and skills? 
e. Did the CMC contribute to relevant changes within participating 
organizations (especially when more than one person participated)? Are 
knowledge and skills about (methods) of strengthening of public 
support anchored within organizations? 
Effects at the intra-organizational and systems level 
                                                 
1 At the start of the evaluation, the involved stakeholders have asked some (inter)national experts 
to give advice with regards to the content of the study (e.g. feedback on the research design 
and the draft version of the report) 
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f. Is a community of practice developed due to the programme? 
g. Does this community of practice support the participants and in what 
way? 
h. Do the knowledge and skills gained and the community of practice 
formed contribute to relevant changes in the field of public support? Are 
the ways of gaining public support more professionalized due to this 
knowledge/skills/community? 
Cross-cutting across three levels  
i. Are there any unforeseen effects (whether positive or negative)? 
2. Efficiency 
To what extent has the CMC been run efficiently? Are the financial means to reach 
the goal in balance with the outcomes (does it give value for money)? Why or why 
not? 
3. Relevance and added value 
To what extent is the CMC relevant in the context in which it operates? Does it 
fulfil a need? What is the added value of CMC in regards to other capacity 
enhancement possibilities in this area? 
4. External perceptions about CMC and cooperation  
How does the field perceive the CMC and how do they judge the cooperation 
between the three stakeholders? 
5. Learning lessons  
What can be learned from the seven year experience of the training trajectory of 
the CMC about capacity enhancement related to strengthening public support? 
The methodology and approach of the study is inspired by a number of values 
and principles: 
– process use of the study: the actual assessment process should be seen as an 
opportunity to develop capacity within the CMC organizing team; 
– participation: the organizers are in favour of a participatory approach, with 
involvement in the various stages of the study. 
We describe in the next section how we built this into the research design. 
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3. Methodology 
In this section we describe briefly a number of methodological challenges and 
indicate how we dealt with them. Then we present the methodological framework 
and describe the instruments have used in the study.  
 
We identified two main methodological challenges that the study might face: 
– Capacity development as a highly iterative, non-linear, power shifting, social 
development process. 
The consequence is that behaviour changes at the personal level, and especially 
organizational changes and changes at the systems level are most often 
influenced by various internal and external factors. This also means that 
changes cannot easily be attributed to specific activities set-up by external 
agents. Therefore, the methodology is  based on an open-systems perspective, 
and paid attention to: 
– documenting key changes in the internal and external environment of the 
organizations that participated in the CMC, with a view to putting 
developments into context; 
– bringing in a historical perspective on the capacity development processes 
within the participating organizations to document how the professional 
development activities have built on emerging challenges within the 
organization; 
– collecting rich narratives from the participants describing their experiences 
with the training trajectory and how this was used in their work. 
– Lack of systematic baseline data, control groups, and self-selection of participants. 
The CMC team indicates that it has systematically collected M&E data 
throughout the seven years of the programme. This provides useful 
information for the identification of effects. An impact assessment is more 
difficult , because some of the basic conditions that are required to carry out an 
impact assessment are not met . For example, no systematic baseline was set at 
the start of the programme. There were also no control groups identified that 
could be compared with changes at individual or organizational level of 
participants of the CMC. However, this does not negatively influence this 
evaluation, because the commissioners asked to identify and analyze the effect 
– not the impact – of the CMC. Finally, the CMC participants volunteered to 
participate (self-selection), which means that it becomes difficult to compare 
them with the wider group of practitioners. This means that at this stage no 
comprehensive impact assessment can be done. However, a study like this can 
still provide rich evidence which gives strong indications of effects in the 
following ways: 
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– paying attention to process factors: A strong intervention logic (training 
trajectory) based on sound pedagogical principles is a condition for 
achieving impact; 
– capturing experiences of a significant part of the participants and asking for 
concrete illustrations of the application of learning; 
– triangulating the data by asking different types of respondents about the 
same phenomenon, and using different data-collection instruments; 
– some additional indications can be found by comparing the practice of the 
CMC participants with those of Dutch organizations that did not 
participate; 
– effects at system level: asking expert opinions about the evolutions in the 
Netherlands, and some indications by comparing the state of the sector in 
the Netherlands with that in other Northern countries (for example, on the 
basis of evaluation reports). 
In addition to the above, it is also important that the effect study has sufficient 
breadth (in obtaining views from a wide range of participants) and depth (to gain 
a deeper understanding of the effects of the programme). 
On the basis of these considerations the following methodological framework was 
proposed. 
1. Mapping the CMC approach (objectives and strategy) 
On the basis of a review of background documents (strategy documents, annual 
reports, etc.), the CMC approach and strategy was mapped. This first map was 
presented to the steering committee in order to be refined and to identify missing 
parts. This phase allowed us to analyse the current understanding of CMC, to seek 
clarification on issues, to fine-tune the research questions and to develop the next 
steps of the methodology. It also served to check if all the conditions are in place in 
the intervention logic to expect positive effects and impact.  
2. Testing the CMC approach in view of effectiveness, relevance, efficiency, 
sustainability 
The mapping then served as the basis for testing the intervention logic of CMC 
and the assumptions on which it is built. For this part of the study we proposed 
specific data collection techniques to provide answers to the various sub-research 
questions. Six different approaches and/or methods  were  used to screen existing 
data and collect new data. The information gathered through these methods was 
triangulated (i.e., second and primary data) and presented to the steering 
committee in a second workshop. 
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a. Screening secondary M&E data 
A first method consists of analysis and rating of available monitoring and 
evaluation material. During the last seven years, extensive evaluative material and 
documentation of CMC, i.e., secondary M&E material, has been gathered. 
However, it is necessary to check the quality of these data. The evaluators 
conducted an assessment of the M&E processes that has been used to collect data 
from participants. This was completed with feedback on the M&E processes of 
M&E that was collected during interviews  with: 
– guest trainers; 
– evaluators; 
– staff of CMC. 
It allowed us to rate the quality of the available secondary material and – if 
necessary – fill up gaps. The secondary M&E material was used: 
– to assess the output; 
– to assess the short term effects of the CMC on the participants; 
– as data for triangulating the primary evaluation data. 
b. Tracking and analysing the profile of the CMC participants 
This entailed an analysis and identification of the participants and their 
organizations. The analysis provided information on the outreach: who 
(individuals and organizations) has participated how many times in which 
activities. Consequently, the analysis also showed who has not participated. This 
information proved useful to see patterns in the profile of the participants and 
their organizations, and was an input in the selection of the cases for step e.  
c. Critical review of the intervention logic of the CMC approach 
A variety of stakeholders (guest trainers, CMC management, experts, policy 
makers) were interviewed (semi-structured) to assess their understanding and 
opinion about the intervention logic (see Annex 2 for list of interviewees). The 
interview guides also entailed questions about the efficiency, and the community 
of practice and other intra-organizational aspects (see Annex 3 for interview 
guides). 
d. Obtaining a general appreciation of the quality and the effects of the CMC 
programme 
A next – quantitative – method encompassed a websurvey among all participants 
in training and workshops (see Annexes 4 and 5 for websurvey questions and 
results). This provided information about the general appreciation of the work of 
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CMC and illustrated some long-term effects of the training programme. It was one 
of the sources of information to address the accountability needs of the evaluation, 
in terms of gaining a broad appreciation of participants in the training and 
workshops. The results were used as an input for the selection of success cases (see 
step e). 
Of the 197 participants in the CMC training, 36 responded to the websurvey 
(18.3%). Of the participants in the workshops (total number of different 
participants is unknown) 40 responded. For the training participants, about one–
quarter of e-mail addresses proved to be no longer operational. For the workshops 
it was not possible to calculate the response rate, because no figures are available 
for the total amount of different participants (only totals per workshop, but an 
unknown number of people participated in more than one workshop). In addition, 
e-mail addresses of workshop participants were not systematically kept by the 
CMC team. Consequently we sent the websurvey to all available e-mail addresses 
of workshop participants, inviting only those people who had participated in the 
workshop to fill in the survey. 
e. In-depth documentation of critical cases  
To assess the longer-term influence of the CMC, the methodology used is inspired 
by the Success Case Method (SCM) of Brinkerhoff2. It is complemented with an in-
depth analysis of cases that would be expected to have resulted in some impact.  
This step was included to provide material for the learning dimension of the 
evaluation. The SCM entailed first a brief survey with all participants of the CMC 
(incorporated in the websurvey in step d), to identify successful (and 
unsuccessful) cases – individuals or organizations that have apparently been the 
most (least) successful in using the acquired skills and knowledge. On the basis of 
this information, the outreach analysis (see step b) and information from the 
interviews (see step a), success cases and their proponents were selected. In the 
next step, the success cases were interviewed (in depth) in order to document their 
experiences. The interviews were either in-depth individual interviews or focus 
group interviews with several participants belonging to the same organization. 
These (focus group) interviews focused on internal and external factors that 
enhanced or inhibited the uptake of new skills. Throughout the text, the cases are 
highlighted in boxes (the “cases”), or information derived from these cases is 
integrated in the text.  
                                                 
2 Brinkerhoff, R.O. (2005), “The Success Case Method: A Strategic Evaluation Approach to 
Increasing the Value and Effect of Training” in Advances in Human in Developing Human 
Resources, Vol. 7, No. 1, pp. 86-101 
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f. Additional interviews  
In order to identify differences in experiences, progress and perceptions about the 
CMC initiative between organizations that have participated in CMC activities 
and those that have not, additional interviews were carried out with two of the 
latter (see Annex 2). 
 
4. Structure of the report 
The remainder of the report starts with a description of the history and 
intervention logic of the CMC. In chapter 3, the intervention logic and relevance is 
assessed, together with the output and the outreach of the programme. Chapter 4 
to 6 focus on the outcome of the CMC: individual effects (chapter 4), 
organizational effects (chapter 5) and interorganizational and other effects 
(chapter 6). The research questions on the perception about the CMC management 
and the efficiency of the CMC are addressed in chapter 7. In the final chapter, the 
results are summarized, the most important lessons listed and three challenges 
presented.  
Important to note is that in the report quotes of interviewees and respondents or 
their organization are made anonymous in the case where the person has not 
given his or her permission to refer explicit to the person. As will be evident in the 
report, this was often the case. In the other instance, the names of the 
organizations or persons have been given.  
In addition, respondents refer to people who have answered one of the 
websurveys, while interviewees refer to the list of people we interviewed. In 
general, participants refer to people who have followed at least the training 
programme. When we refer to people who have only followed one or more 
workshops, this is made explicit in the text.  
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CHAPTER 2 
EVOLUTION AND MAPPING OF THE CMC 
STRATEGY 
1. Origins of the CMC 
It is important to understand the context in which the CMC was established. Three 
main factors can be identified that created a favourable environment for the 
establishment of the training programme.  
Firstly, in the 1990s it became apparent that development cooperation was not the 
monopoly of the so-called traditional development actors, such as the 
governmental development agencies, the multilateral institutions (e.g. UNICEF, 
World Bank) and the specialized development NGOs and categorical 
development organizations, such as solidarity and country committees and 
ecclesiastical organizations. Other societal actors emerged and engaged 
themselves in development cooperation based on their own specific expertise. 
Examples include local authorities, companies, trade unions, professional 
organizations and what has become known as „particuliere initiatieven‟ (i.e., 
private initiatives) of citizens. In the Netherlands this process has been described 
as „vermaatschappelijking‟ of development cooperation. Unfortunately there is no 
literally translation of the word in English, but it refers to „socialization‟ or 
„mainstreaming‟. Globalization, increased mobility, the increased popularity of 
African, Asian and Latin American tourist destinations, the establishment of 
migrant communities in the Netherlands, and maybe also the success of awareness 
campaigns of the traditional development actors about the development issues, or 
critique of existing development efforts, have fuelled this process. The emergence 
of these new actors increased the potential demand for knowledge on 
development related issues, including strengthening the support for international 
cooperation and development education and awareness raising (DEAR). 
Secondly, the Dutch government and the development sector as a whole attached 
great importance to development education and awareness raising efforts in the 
Netherlands. The underlying hypothesis was that global problems and issues in 
developing countries should not only be tackled in “the South” itself, but also by 
changing the mindset, attitude and behaviour of the Dutch public about the causes 
and solutions to these problems. In addition, development actors wanted to gain 
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support for their own policies and projects with the broader public in order to 
ensure public means. In other words, strengthening the societal support for 
international cooperation and sustainable development (i.e., 
„draagvlakversterking‟) – or alternatively for the Dutch development policy – was 
one of the foci of Dutch development policy. Historically, the Dutch development 
sector has given a lot of importance to this issue. Illustrative is the NCDO, an 
independent foundation, but funded entirely by the Ministry of Development 
Cooperation with an annual budget of up to 30 million euro that concentrates 
exclusively on awareness raising of (sustainable) development topics among the 
Dutch public. Although the NCDO has existed under its current name since 1995, 
its roots go back to the 1970s. The Ministry of Development Cooperation has given 
the NCDO the task to strengthen the social support for international cooperation 
under the Dutch population. Since the 1990s the NCDO has also been the most 
important agency subsidizing organizations and activities in societal support for 
international cooperation. The „vermaatschappelijking‟ of development 
cooperation can be witnessed in the diversification of partners of the NCDO (i.e., 
the financed organizations).  
 
Thirdly, in 2002, the Ministry decided that other development actors would also 
be given responsibility for the distribution of governmental subsidies for societal 
support activities. The role of the NCDO changed. The organization took up the 
additional role of knowledge centre. This decision was also influenced by the 
results of studies, such as “het NCDO Draagvlakonderzoek” of 2002, that 
demonstrated that despite high public support for development aid, only a very 
low proportion of the population had some knowledge of international and 
sustainable development issues.  
In conclusion, at the beginning of the 2000s, societal support featured in the 
agenda of the Dutch development sector and in government policy. This was 
observable not only in the governmental budget, but also in the fact that the main 
societal support agency on international cooperation was thinking about how to 
turn itself into a knowledge centre, and in the increasing number of different 
actors engaged in DEAR and their willingness to find effective ways to enlarge 
societal support for development initiatives.  
 
Notwithstanding the support for the issue, according to the NCDO and the CMC 
team, there was a lacuna of knowledge about the societal support itself: as much in 
terms of theory (for instance: what are the objectives of societal support 
strengthening), as in practice (e.g.: what are effective activities). The NCDO 
identified a need for the professionalization of the sector on this issue. Because the 
NCDO did not possess the expertise for this itself, it issued a tender for a training 
programme. Context International Cooperation, a Dutch development 
organization specializing in, amongst other things, capacity building, partnered 
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up with CIDIN and proposed an intensive training programme. CIDIN was 
included not only because of its expertise in international development, but also to 
make it possible to develop the CMC into an academically certified training 
course. Context and CIDIN would be the implementing agencies, while NCDO‟s 
role would be confined to that of financing agency. These different roles were 
identified to avoid the training programme being considered by the development 
sector as a pre-requisite to receive subsidies from the NCDO. In the next chapter, 
by reference to the target groups of the capacity building programme, we will 
assess the underlying hypothesis (including the existence of a need for a capacity 
building programme) of the CMC.  
2. The Context MasterClass  
Figure 2.2 at the end of this chapter displays schematically the intervention logic 
of the first phase of the CMC (2003-2007). Based on feedback from the participants, 
personal experience of the organizing team and different evaluations, the structure 
and content of the CMC was gradually adapted year after year. After four years, 
when the contract of the course had to be renewed, a more profound evaluation 
was carried out. This resulted in an important restructuring. In later years, further 
modifications were made. Hence, by the end of the decade the initial intervention 
logic of the CMC had changed in line with the changing needs that were perceived 
by the CMC programme. Figure 2.3 below shows the intervention logic of the 
second phase of the CMC (2007–2010). In this section, the intervention logic and 
the most important modifications will be discussed.  
2.1 Objectives  
The CMC was intended to professionalize actors engaged in one way or another in 
the areas of societal support for international cooperation. This objective 
corresponded with the policy framework of the NCDO 2003–2007. The CMC 
focused on the deepening of knowledge and understanding of the concept of the 
societal support for international cooperation itself, and also on providing tools 
and skills to staff members in order to carry out effective initiatives to strengthen 
this societal base. The CMC management explains that the idea was that, through 
the participation of staff of development agencies and other organizations, not 
only would the individuals themselves gain know-how and skills but also the 
approach of organizations would be improved. Next, the CMC aimed to stimulate 
networking and cooperation between individuals and organizations. In later 
years, this objective gained more importance by aiming at the development of a 
community of practice on strengthening societal support for international 
cooperation. Although only explicit in later years, the CMC intended at the same 
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time to develop knowledge about effective methods and the concept of societal 
support, via its activities and interaction with participants. 
In the operational plan of 2006-2007, but not for other years, a longer term 
objective that referred to poverty alleviation was mentioned. The CMC 
management asserted however, that this objective was also identified in the other 
years, but not written down in the operational plans. 
2.2 Strategy and target groups 
The CMC was aimed at senior staff members and managers because people in 
these functions would have a sufficient degree of autonomy and power to 
influence the philosophy and activities of their organization. Moreover, the effects 
within the organizations would be greater if more people of the same organization 
were to participate in CMC activities. The selection procedure was rather intense. 
Candidates had to write a letter of application and attend a personal interview 
with the organizers. In the beginning the CMC targeted two main groups of 
actors: NCDO staff and senior staff members of partner organizations of the 
NCDO. In order to assure a mix of participants, 25% of the 30 places were 
allocated to NCDO staff, and 75% to the partners. In the following years, the CMC 
abandoned this division and also opened it up to members of other societal 
organizations. Still, some 10 to 20% of participants were expected to come from the 
NCDO. Initially, participation to the CMC training course was intended to grow 
each year considerably (from 30 in 2003 to 60 in 2004 to 120 in 2006). This growth 
path was discarded as early as the second year, because the quality of the course 
could not be ensured for such a number of participants.  
Measures were also taken to ensure that staff who could not participate in the 
CMC (because of time constraints, for instance) had access to some of the activities 
and reports of the CMC. Part of the training course was open to a broader public 
and a website provided information about the strengthening of societal support.  
In addition to the traditional development actors, the emphasis was put on the 
inclusion of governmental agencies, the business sector and other emerging actors 
– such as private initiatives. In the following years, the CMC team constantly tried 
to attract these non-traditional development actors. After the evaluation of the first 
phase (2003–2007), the CMC was restructured and new activities were added in 
order to facilitate participation, i.e., workshops and public lectures.  
During the entire eight-year period, the CMC‟s teaching method was grounded in 
the theory and practice of action learning. The Action–Learning Cycle (see figure 
2.1) focuses on one‟s own working and day-to-day experiences; reflecting about 
these experiences with input from external experts and peers; learning from this 
and applying the learned material and experiences to one‟s own individual 
activities or within the organization. Hence, learning by doing is a central feature 
of this method.  
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Figure 2.1 The Action-Learning Cycle (Operational Plan CMC 2003-2004) 
2.3 Activities 
Training 
Initially, the CMC existed of ten one-day sessions spread over a period from 
September to June. During the first session, the participants had to identify the 
topics they wanted the course to focus on – the so-called learning questions or 
wishes. The next eight sessions were dedicated to these specific subjects (for 
instance, media, advocacy, monitoring and evaluation). In the morning of each 
session, an expert (or guest trainers) in the specific issue presented some 
theoretical concepts, tools and ideas. Inspired by the lecture and assisted by the 
expert, in the afternoon the participants used the presented material to reflect on 
their own work and organization. Next the participants made an inventory of the 
points learned and implications for future policy development and 
implementation. During the tenth session, the participants evaluated the course. 
Based on the annual evaluations and feedback from the participants, the CMC 
team changed the structure of the course in order to decrease the time period 
between the different sessions in order to assure more continuity and stimulate 
networking. By 2009, the training course was changed into one single-day session 
and four two-day sessions, organized in the period from October to April. 
Furthermore, the CMC team tried repeatedly to enhance the link between the 
theoretical presentations and the practical experiences of the participants.    
Planning follow-
up activities 
Working experience 
participant 
Learning cycle 
NCDO 
trajectory 
Reflection based 
on external 
input 
Reflection -> learning 
experience 
Decision about 
experiment 
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All the activities were organized in a central place in the Netherlands. In 2007-
2008, the CMC changed this approach, because the evaluation of 2007 
demonstrated that people working in more remote areas were not attending the 
courses. The intention was to organize different training sessions and activities in 
several locations in the Netherlands. However, this regional focus was abandoned 
the next year, because the demand turned out to be insufficient, and travel time to 
the venue was not an obstacle for participation, as the CMC management asserts.  
It was an important feature of the course that participants had to carry out 
assignments. Initially, this was an individual paper of about five to ten pages in 
which participants had to reflect on their own work and organization. In later 
years, the structure of the final assignments was modified. Participants had to 
write one group paper in which two to four participants developed a campaign or 
initiative of their own to strengthen societal support and they had to write short 
individual reflective papers. 
At the end of the training trajectory, the participants that had attended sufficient 
courses and passed their individual or group papers received an academic 
certificate awarded by the Radboud Universiteit Nijmegen. For the CMC 
organizers, the link with the academic certification was important to ensure the 
quality of the course and to stimulate the motivation of the participants.  
Workshops and lectures 
In the first period of the CMC (2003–2007), the morning presentations were also 
open to a broader audience. In this way, the CMC attempted to reach a different 
public. As mentioned earlier, the CMC team concluded after this first phase that 
several target groups were not, or almost not, participating in the training course 
(for instance, businesses, governmental agencies and organizations working in 
sectors other than development, such as the environment).  
In later years, the presentations of the experts during the training were no 
longer accessible to a broader public. Instead, the training course was 
supplemented by five additional morning lectures on other days. The objective 
was that about 80 people would attend each of these lectures, and 25 participants 
were intended to attend more than one lecture. In the afternoon, the lectures were 
followed by workshops in which a selected number of 20 participants applied the 
learned material. 
Website  
The CMC website compiled not only practical information for the participants, but 
also studies, articles and other publications about the societal support for 
international cooperation. The idea was that by adding new material regularly, the 
website would gradually evolve into a „living handbook‟. In 2007 this resulted in 
the publication of the book: “Wereldburgerschap. Handreikingen voor vergroting 
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van betrokkenheid bij mondiale vraagstukken” (editor: Fons van der Velden, 
Publisher: Van Gorcum).  Several efforts were also made to launch the website as 
an interactive tool and as a platform for discussion.  
2.4 Monitoring and evaluation 
A characteristic of the CMC was the attention given to continuous monitoring and 
evaluation of the activities and the programme. Firstly, after each training session, 
lecture or workshop, the participants were asked to evaluate the activity. Different 
evaluation methods were used. Secondly, specifically for the training course, a 
small group of participants (the reference group) was asked to make a more 
profound evaluation halfway through the course. Thirdly, the organizing team 
asked individual participants and guest trainers for feedback at regular times. 
Fourthly, halfway through the course, the CMC team prepared a follow-up report, 
and at the end of each academic year, a final evaluation was written. Finally, in 
2007-2008 the period was evaluated using a combination of evaluation methods, 
such as the Most Significant Change method and the Social Return on Investment 
Method. 
2.5 Division of tasks 
In the first phase of the CMC (2003–2007), NCDO acted as financing agency and 
offered logistical and methodological support where required. The 
implementation and the development of the programme was the responsibility of 
Context. Context also took care of the methodological and didactical aspects of the 
activities. CIDIN supported Context in the implementation of the programme and 
was responsible for quality control during the certification process. All three 
organizations were expected to contribute their insights and knowledge about 
strengthening the societal support.  
In the second phase, the roles changed to a certain extent. This was due to 
administrative and practical reasons in order to ensure funding for the next phase. 
The NCDO joined the two other organizations in the role of organizer – hence 
increasing its decision-making power over the content of the course. While the 
NCDO still provided the bulk of the funding (75%), now Context also had to 
contribute 25% of the budget.  
In practice, one or two staff members of Context and one of CIDIN were 
responsible for the organization and were present at all the activities. In the first 
phase, the director of Context took up this function, while in the second phase 
another staff member took over. For CIDIN, the same person was involved in the 
first seven years, and was replaced only in the last year. Like the director of 
Context, he was still available for advice and guest training sessions, as can be 
concluded from the interviews with the CMC management.   
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2.6 Budget 
Table 2.1 shows the annual budget of the CMC. During the first phase, the 
honorarium of the CMC team took up about 55% (coordination, communication, 
M&E) of the budget, while the activity-related costs (e.g. venue, guest trainers) 
amounted to 45%. In the second phase the activities proportion increased to 
almost 60%. This is due to the addition of extra activities (i.e., separate workshops 
and lectures). It also (partly) explains the high increase of the budget between 
2006-2007 and 2007-2008. 
Table 2.1 Annual budget of the CMC 
Year Budget (euro) Sources 
2003-2004 145 804 NCDO 100%  
(incl. contribution of participants: 500 € per person) 
2004-2005 167 903 Idem 
2005-2006 185 418 Idem 
2006-2007 202 934 Idem 
2007-2008 352 335 NCDO 75% 
Context 25% 
(incl. contribution of participants: 600 € per person) 
2008-2009 331 708 Idem 
2009-2010 342 325 Idem 
 
 
 
 
 
 
 
  
Figure 2.2 Intervention logic in first phase 
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Figure 2.3 Intervention logic in second phase 
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Strategy 
Activities 
Professionals from business sector 
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organisations 
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Intensive certified learning 
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one one day-session.   
 
 
5 public lectures per year 
about current 
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the strengthening of 
societal support for 
development cooperation.  
5 workshops 
(following the 
public lectures) 
Website 
 Closed academic certified learning trajectory about the societal support for development cooperation for senior 
staff members of development and other societal organizations based on the learning action method.  
o Continuous development of knowledge concepts and methods regarding strengthening of societal 
support for development cooperation, capitalizing on existing knowledge of studies of (or 
commissioned by) NCDO, Context and CIDIN, and on participants experience 
o Professionalization of organizations 
o Fysical encounters  and webbased tools leading to Community of practice 
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Target 
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CHAPTER 3 
OUTREACH AND ASSESSMENT OF 
INTERVENTION LOGIC 
1. Introduction 
In this chapter the outreach of the CMC is assessed: did the CMC achieve its aim 
to reach out to the intended target groups? Who participated and who did not? In 
the second part of the chapter, we assess whether the organisers and external 
resource persons had a shared understanding of the intervention logic. We also 
examine how the participants understood the programme and if it did fulfil an 
existing need.  
2. Outreach 
Between 2003 and 2010, 197 people participated at the training course of the CMC, 
representing 79 different organizations. On average about 28 people took the 
course each year, representing on average about 21 different organizations.  168 
participants passed the course and received a certificate. This corresponds with 
85.3% of all participants. The target numbers on the CMC training course ranged 
from 30 (in 2003-2004) to 26 (in 2009-2010), of which 80% had to pass the course. 
These objectives are thus met. From the annual participation rate shown in table 
3.1 it can be concluded that the objective of 80% was reached each year except 
2004-2005 and in the final year.  
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Table 3.1 Number of training participants and organizations per year 
Year Number of participants  
(achieving certification) 
Number of different 
organizations 
2003-2004 31 (31) 18 
2004-2005 32 (21) 24 
2005-2006 29 (25) 23 
2006-2007 26 (22) 19 
2007-2008 27 (26) 22 
2008-2009 26 (24) 21 
2009-2010 26 (19) 19 
Total 197 (168)  
Figure 3.1 gives a first impression of the number of participants per type of 
organization (the large category of „other‟ will be dealt with further in this 
section). The CMC intended to attract people from the NCDO. Each year about 
five or six employees or staff of the NCDO took part, representing about 15 to 23% 
of all participants annually. In total 40 people from the NCDO participated. Two 
other important types of actors that concentrate on strengthening the societal 
support for development cooperation are the Co-Financing Organizations (CFO) 
and the Centres for International Cooperation (COS).  
 
Figure 3.1 Number of participants per type of organization per year 
Of the COS 19 people took part in the training course. Almost all COS were 
represented. The CMC was also able to attract, as table 3.2 shows, several 
members of the CFOs.  
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Table 3.2 Number of participants from COS and CFOs 
COS Number of 
participants 
CFO Number of 
participants 
COS Brabant 1 Oxfam Novib 7 
COS Flevoland 1 Hivos 5 
COS Gelderland 2 Cordaid (incl. Memisa)  6 
COS Groningen 1 ICCO alliantie: 11 
COS Haaglanden 1 ICCO   4 
COS Limburg 1 Kerk in actie 1 
COS Noord-Holland 4 Edukans 3 
COS Oost-Brabant 1 Prisma 3 
COS Overijssel 3   
COS Utrecht 1   
COS Zeeland 1   
COS-Nederland 2   
Besides these big players, the CMC wanted to deliver the training course to other 
organizations, and each year at least 50% of the participants did not work for a 
CFO, a COS or the NCDO. The overwhelming majority of these are development 
actors, larger as well as smaller, including private initiatives. Hence the CMC 
training course was able to reach out to the development sector. However, the 
course only partly succeeded in attracting actors from other sectors. Of these the 
trade unions were best represented with ten participants from four organizations. 
Other actors included NGOs affiliated to political parties, refugee, migrant and 
youth organizations, although none of them exceeded four participants 
representing more than three organizations. Table 3.3 gives an overview of the 
organizations (excl. NCDO, CFOs and COS) of which more than one person 
participated. Government institutions were also under-represented: there were 
three participants from the Ministry of Foreign affairs and none from local or 
regional authorities. The business sector or other sectors that concentrate on 
supporting the societal support for other issues (than development cooperation, 
youth, health and refugees) did not find their way to the training course.  
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Table 3.3 Number of participants from other organizations (more than one)  
Organizations Number of participants 
KIT 5 
CNV Internationaal 4 
IKV Pax Christi 4 
PLAN 4 
FNV Mondiaal 3 
Landelijke Vereniging van Wereldwinkels 3 
Ministerie van Buitenlandse Zaken 3 
Nationale Jeugdraad 3 
NiZa 3 
Oikos 3 
Stichting Duurzame Solidariteit 3 
Wemos 3 
Be More 2 
Both ENDS 2 
ENVIU 2 
Evert Vermeer Stichting 2 
Oneworld Nederland 2 
STOP AIDS NOW! 2 
Vluchtelingenwerk 2 
Unfortunately, we do not possess information about the job positions of the 
participants at their organization for the first phase of the CMC (2003-2007). In 
addition, organizations often do not use the same job titles. This renders 
comparisons and analysis difficult. Nevertheless, we have attempted to group 
certain functions. Figure 3.2 shows the results for the second phase of the CMC 
(2007-2010). Clearly there is an evolution in the growing proportion of associates 
in the training course. Directors or other higher staff members participated to a 
much lesser extent in latter years. The interviews confirmed the trend towards the 
participation of more operational personnel instead of those in managerial 
positions, even in the early phases of the programme. To a certain degree (but not 
entirely as will become apparent in the next chapters) this can be explained by the 
fact that by the end of the CMC‟s second phase, a lot of people in management 
functions had already followed the CMC in previous years. The available 
information shows that people working on communication issues were best 
represented in the course. Development education was much less represented. 
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Figure 3.2 Job titles of participants in the second CMC training phase  
To attract a broader public (since CMC also focused on business and other 
sectors), the CMC‟s second phase (2007-2010) included separate workshops and 
lectures. About 87 people came on average to the lectures, and 22 to the 
workshops, slightly exceeding the targets of 80 and 20 respectively. Figure 3.3 
shows that the number of people attending the lectures fluctuated widely.  
An analysis of the type of actors attending these activities demonstrates that by 
far the majority belonged to the development sector – actually the same kind of 
organizations that participated in the training courses. The aim of attracting a 
different public to the CMC was thus only partly achieved. Besides CFOs, COS 
and NCDO, especially private initiatives (including migrant organizations) were 
very well represented. The lectures and workshops did manage to reach out to 
local authorities, environmental organizations and some cultural and sport 
organizations and other governmental institutions. However, businesses and 
organizations that concentrate on societal support for other issues still failed to be 
attracted.  
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Figure 3.3 Participation rate for workshops and lectures3 
3. Output 
Table 3.4 summarizes the output of the CMC. As we have already mentioned 
above, the output objectives of the CMC were met.  
                                                 
3  All participants to workshops also attended the lectures. 
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Table 3.4 Output  
 Output Outreach 
Training 7 training courses (each training 
course consisted of 9 to 10 days) 
197 participants of 79 different 
organizations 
168 received a certificate  
Public 
lectures 
43 lectures: 
First phase: 28 (during first phase 
were also part of the training course) 
Second phase: 15 
On average between 80 and 
100 participants per lecture. (second 
phase, for which we have detailed 
information: 87 participants on average) 
Workshops 14 (all during the second phase) On average 22 participants per 
workshop 
Website Operational website with 
background information 
About 1 000 visitors a month (with up to 
3 600 in the last year, when participants 
could register online for the workshop 
and lectures) 
Publications Handbook: „Wereldburgerschap. 
Handreikingen voor vergroting van 
betrokkenheid bij mondiale 
vraagstukken‟ 
Reports of trainings, lectures and 
workshops 
750 prints 
 
 
 
4. Assessment of the intervention logic according to the target 
group 
Important for the effectiveness of any programme is the extent to which 
implementing agencies and policy makers share the same understanding of the 
programme. If the objectives of the initiative are not clear and the organisers and 
external resource persons have a different understanding of the logic of the course, 
there is a great risk that expectations will not be fulfilled and objectives not met. In 
addition, it is also important to examine how the participants understood the 
CMC and whether it addressed a real need in their view. 
To assess whether the CMC intervention was clear, the interviewees were not 
only asked about the objectives and strategy of the course, but also about their 
motivation to take the course. In addition, they were asked to assess whether the 
CMC responded to a real need.  
4.1 Relevance of the CMC 
There was broad agreement among the interviewees that, at the beginning of the 
2000s, there was a need to enhance capacity with regards to the societal support 
for international cooperation or for development education and awareness raising. 
The Dutch development sector, and in particular the governmental policies, 
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increased their focus on societal support and more actors engaged themselves in 
the issue (as explained in the previous chapter). Many organizations and 
individuals, however, were looking for adequate conceptual and practical 
knowledge, and the available experience and expertise of successful organizations 
and initiatives were not widely shared. The sector had a lot of questions about 
how to undertake effective awareness raising and related initiatives. Theory about 
the issue was almost non-existent. The idea of building capacities through an 
intensive training course and using the basis of the action-learning method was 
assessed positively. Interviewees agreed that the learning-by-doing method and 
the identification of learning needs at the start of the course allowed them to build 
on their own experience during the course.  
The director of the Global Education Network Europe GENE emphasised the need 
for a capacity building programme: „A training route for global education is 
absolutely necessary, not only at the national but also at the international level. (...) 
[An intensive training course] can be a very good way to ensure that the 
development education challenge is tackled. The CMC is interesting because it 
trained people in a sector that still has knowledge gaps in education, 
communication and public awareness). For organizations to work effectively in 
the field of global education, there is a need for a variety of perspectives and 
abilities built on expertise.‟ 
4.2 Objectives and target group 
It was very obvious to the interviewees that the CMC intended to build skills and 
capacities about the theory and practice of societal support for development 
cooperation. According to the organizers the CMC targeted people who were 
professionally engaged in awareness raising and other societal support activities. 
Development education practitioners were not a specific target group, because 
development education was seen as a separate field of expertise. This delineation 
of the course was not made explicit in the operational and strategic documents. It 
is doubtful that people external to the CMC management made this distinction, 
because the interviewees were not aware of this. We will see later on in this study 
that the boundaries between development education and societal support 
strengthening are blurred. The networking objectives were understood. However, 
there was disagreement about the organizational development dimension of the 
course, as well as about the target groups. Some thought it was meant for 
operational personnel, or for people who just entered the field – in this case the 
CMC was understood as an introductory course.  
For instance one participant expressed her surprise: „impact on the organizational 
level? Not directly, people that take decisions do not participate in this kind of 
course‟. A policy maker thought that the CMC was probably intended to offer 
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training to young professionals so that they could do their work more effectively 
and also remain working in the sector for a longer time, but did not know it was 
also intended to leverage organizational change. A considerable number of 
interviewees argued that, especially in the later years, the course seemed less 
appropriate for higher management personnel, because it rather offered insights 
and skills that were useful for operational staff. 
The organizational as well as the network objectives are represented in the 
responses of the websurvey, as figure 3.4 demonstrates. However, only 14% of 
respondents of the training course primarily took the course to gain more insight 
into their own organization‟s approach to societal support. However, as the next 
chapters will assert, this was an important outcome of the course. Interestingly, 
none of the respondents mentioned the academic certificate as a prime reason. 
Very few respondents and interviewees stated this spontaneously as an added 
value, although there were exceptions. A staff member of a trade union stated for 
instance: „The certificate of the Radboud University has a lot of value for me‟. A 
small minority of participants (especially in the first years of the CMC) mentioned 
that they participated because it would increase their chances of receiving 
fundings from the NCDO).  
 
Figure 3.4 Reasons to participate in CMC training course or workshop 
In addition, there was also disagreement about whether the course was intended 
for communication specialists (focusing amongst other issues on campaigning and 
fund-raising activities) or people working on development education. Some 
interviewees asserted that, in the last years, communication specialists were more 
abundant, while education specialists did attend rather in the first years.  
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CHAPTER 4 
INDIVIDUAL EFFECTS 
1. Introduction 
In this chapter, we assess whether the CMC indeed increased the knowledge, 
skills and capacities in societal support of the participants. We determine what 
kind of knowledge and skills the participants acquired and whether they have 
used this new insights and capacities in their work. Lastly, we identify the most 
important elements inherent in the CMC, as well as external factors that explain 
why participants applied or failed to apply the CMC material.  
The analysis is based on evaluation documents produced by the CMC 
management and participants during or shortly after the CMC activities. This 
includes the annual reports of the CMC, the short evaluations per activity and the 
feedback from the reference group, as well as the more in-depth evaluation of 
2007-2008. Additionally, the websurvey results and the interviews provided 
abundant data to triangulate this information.  
2. Appreciation of the CMC 
There was broad agreement among the interviewees that the CMC had fulfilled 
most of the expectations they had before they entered the CMC course. The results 
of the websurvey confirmed this, as figure 4.1 demonstrates. However, for the 
workshops the results were more mixed. Another indicator of the appreciation of 
the CMC is given by the answers to the websurvey question whether participants 
would recommend colleagues to follow the CMC activities. A majority of the 
respondents reacted positively to this question: 23 out of 36 for the training 
courses, and 27 out of 40 for the workshops. None of the participants in the 
workshop and only four of the respondents that had followed the training courses 
responded negatively. 
The CMC management dedicated a considerable amount of attention to the 
selection of participants for the training course. The same counts for the 
communication of the content of the course and the workshops. Hence most 
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participants knew what to expect. The quality of these issues was assessed in 
every final report and the conclusions were used to improve the communication 
and selection in the following year. Another explanatory factor refers to the 
importance that was attached to stock-taking of the learning wishes of the 
participants. This was a central feature of the capacity-building strategy of the 
CMC.  
 
Figure 4.1 The degree to which the CMC training/workshops fulfilled the expectations of the 
participants 
Another main explanation for this positive assessment was the high degree of 
relevance of the offered material (see figure 4.2). Not surprisingly, most of the 
workshop participants who responded to the websurvey were more critical about 
the fulfilment of their expectations, indicating that the workshop was not entirely 
relevant for their work. 
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Figure 4.2 The degree of relevance of the CMC for the work of the participants at the time of 
attending the training/workshop 
Hereafter we will list five additional factors that participants identified to explain 
why the CMC was useful to them and their work.  
2.1 New insights 
To most participants, the relevance of the CMC was enhanced by the provision of 
new information. A recurring word in the evaluations and interviews was „eye-
opener‟, i.e. the CMC opened up new insights into the theory and practice of 
societal support. However, a small minority of participants (especially of 
workshops) mentioned that they did not gain any new information. A participant 
of a CFO argued that: „most of the provided knowledge, we already had in-house 
in our organization. Also practical issues, such as writing up a press 
communication, were already known to me.‟ 
In the next section, we will elucidate what new insights and skills were 
mentioned.   
2.2 Quality of the guest trainers 
From our interview and secondary material we can conclude that the CMC 
management team invested a lot of effort in selecting appropriate and expert guest 
trainers. The quality of the guest trainers was assessed after each workshop and 
training and these results correspond to a large extent with the answers to the 
websurvey (see figure 4.3).  
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Figure 4.3 Global assessment of the quality of the guest trainers 
Nevertheless, there were differences in the perceived quality, as figure 4.4 
demonstrates. For the trainings, a small majority argued that the quality of the 
guest trainers differed significantly.  The CMC management saw to it that guest 
trainers who were negatively assessed were replaced in the next training course. 
In one case, the CMC management even added an additional training course on 
the same topic (but given by other guest trainers), because the participants had 
evaluated the first session to be of very bad quality.  
 
Figure 4.4 Assessment by the participants of the differences in quality between the guest trainers 
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2.3 Interaction with other participants  
The encounter with other organizations proved very useful (see figure 4.5). For 
instance one respondent stated about the course on M&E: „I found out how 
difficult it is [to measure the effects]. We have already been struggling with this 
for a long time. It was nice to know that there are more organizations that 
encounter the same problems‟. The time spent together with peers during longer 
periods was especially highly appreciated. A comment of another respondent 
illustrates this: „The two-day sessions stick the most because it allows you to work 
very intensively. You cannot go home, you can concentrate 100%. You learn a lot 
from each other and often encounter similar issues.‟  
 
Figure 4.5 Quality of interaction between participants 
However, most participants agreed that there were differences between the levels 
of expertise and knowledge among the participants (see figure 4.6). For most this 
did not pose any problems and did not render the CMC less effective. Still a 
minority of respondents and interviewees said it did reduce the usefulness of the 
course for them. Differences were not only attributed to the background of the 
participants, but also to the kind of organization they were working for or their job 
title. For instance, people working for smaller organizations had different needs 
and ways of working and a different focus than those that were working for larger 
organizations. People in managerial positions had other fields of interest than 
those in operational positions. In addition, development education specialists had 
different approaches than those in the communications or fundraising 
departments. A number of participants stated, on the contrary, that these 
differences enriched the CMC since they got to learn other approaches and 
stances.  
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Figure 4.6 The degree to which participants‟ experiences and knowledge differed 
One of the main recurring features was the usefulness of the CMC to extend 
participant‟s networks. We will come back to this point in the next chapter.  
2.4 Set-up of the CMC (incl. assignments) 
The pedagogic strategy of the CMC training course was assessed very positively 
in the interviews. Besides the listing of learning effects, participants singled out 
the individual and group assignments. The individual assignments allowed them 
to reflect on their own organization and experiences (see next section for more 
information), while the group work allowed them to work out a concrete project 
and to learn from other organizations (see next chapter). One criticism recurred, in 
several, but certainly not all,  interviews and evaluations: the limited feedback of 
the CMC team and the guest trainers on these assignments.  
2.5 Input of external expertise 
Lastly, the input of external expertise was considered to be very valuable. 
Especially, information from other sectors (such as marketing) provided new ways 
to deal with specific issues (such as target group approaches). Nevertheless, quite 
a number of interviewees and respondents (especially those who already had a 
large amount of experience in societal support activities) were disappointed that 
there was not more external input from sectors other than the development field. 
One interviewee working for a development NGO illustrates this: „Although the 
CMC attempted to get input from other sectors, most presentations and tools came 
from the development sector itself, while also in other fields organizations try to 
influence the behaviour of people.‟ An important gap was the absence of „voices 
from the South‟, as a staff member of a CFO put it. 
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3. Acquired knowledge and skills 
A first indication of the kind of knowledge and skills participants gained were the 
sessions that they remembered best. Sessions included target group approaches, 
M&E, lobby and advocacy, media and campaigning (see figure 4.7). Reasons 
mentioned included foremost the relevance and the applicability for one‟s own 
work. Here again the word „eye-opener‟ was often mentioned: the sessions 
introduced new concepts, approaches or methodologies to the respondents. Next, 
the quality of the guest trainers was stated as a reason. More specifically they 
referred to the inspiration, energy and quality of the presentations. The 
evaluations show that the CMC provided profound knowledge and insight that 
„stuck‟ with the participants. Often – but not always – participants felt that they 
were stimulated by the CMC content to undertake action, i.e., to start applying the 
learned knowledge. 
 
Figure 4.7 The sessions that participants in the training course remembered best 
The websurvey inquired which skills participants had acquired (see figure 4.8).  
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Figure 4.8 Skills participants acquired during the CMC training course 
In the remainder of this section we will list the most important of these insights 
and skills.  
3.1 Conceptual and theoretical insights. 
From the analysis of our data, we conclude that the CMC managed to raise 
awareness with the participants about the importance of theoretical approaches 
and concepts, as well as a better understanding and critical review of these 
approaches and concepts. In particular the concept of „societal support‟ was 
mentioned: how to define it, why it should or should not be strengthened and for 
what purposes the societal support could or should be strengthened. Especially 
the links between knowledge, attitude, action and change were mentioned. 
Besides the concept itself, the CMC also raised awareness about the importance of 
different aspects of societal support activities and theories, especially monitoring 
and evaluation, target-group oriented approaches, media and communication. 
In the final report of the CMC 2006-2007, for instance the second training, which 
was about target group definition and target group oriented approaches, was 
evaluated as follows: „Important eye-openers included the importance to think 
outside your own framework, especially when you are trying to reach out to a 
target group outside your own environment.‟ In addition the participants 
concluded that a lot of organizations still define their target group too broadly, 
hence they should determine a more delineated focus. Lastly, the participants 
concluded that they have to offer the target group more than merely information – 
they also have to attempt to touch them at the emotional level. This was a real eye-
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opener for many participants. At the same time, however participants stated that 
the division of Dutch society into eight mentality milieus, is but one of many ways 
to approach target groups. 
The report elucidates (as in other reports) the appreciation of offering different 
points of view on one single issue. This stimulated the critical review of the 
theories and concepts presented. One staff member of a recently founded 
development organization explained: „Before I took the course, I considered 
societal support a strange word. The CMC has opened my eyes about the different 
approaches to the concept and explained to me the difference between societal 
support and global citizenship. The course also taught me that strengthening 
societal support does not automatically imply supporting a certain policy. The 
CMC has offered me ideas and theories to put the issues into context. It also 
showed me that my organization was already doing this.‟ Another respondent 
stated that ‟the CMC made me realize that people‟s behaviour is often 
unconsciously driven and not per se influenced by knowledge‟. 
3.2 Insight into the development sector 
Secondly, the CMC offered tools to understand the development sector, the policy 
environment, and the positions and roles of different actors. 
One participant said: „The CMC gave me good insight into the sector, in particular 
the different approaches and logics of communication specialists and people 
working on policy or projects‟. In addition, an interviewee who worked for a CFO 
mentioned the historical perspective: „The CMC gave me the insight that many 
issues and discussions – for instance the importance of campaigning – reappear in 
time‟.  
3.3 Self-reflection and other ways of thinking 
Thirdly, respondents referred to what can be summarized as raising awareness 
and giving tools to reflect about one‟s own position and to learn to look at 
situations and contexts in a different way. For instance, the evaluation of 2007-
2008 mentions as one of the main conclusions of a MSC exercise among 
participants the awareness that the concept of societal support is still very abstract 
and demands a concrete definition and interpretation according to person, 
organization or situation. It also refers to the insight into the complexity of societal 
support, which leads to discussion or review of the framework used. The 
evaluation illustrates this with the following quote of a participant: „The 
awareness that societal support is a complex concept enlightened me. Now I see 
things that were invisible within my own organization before‟. According to the 
same evaluation, another participant was inspired by the training to develop a 
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roadmap for vision development and to explain the reasons why her organization 
should or should not strengthen the societal support. The interviews also 
confirmed this, as the following quotes illustrate: „The CMC offered me general 
capacities that broaden and strengthen my conceptual and action framework as a 
professional, rather than giving me tools that I can apply directly in my daily 
work‟. „The CMC taught me again to tackle an issue in-depth – something which 
you don‟t do enough in your day-to-day practice. I was forgotten how important 
this is for your work‟. „The CMC incited me to reflect about my own 
understanding of societal support and what my organization‟s mission and role 
was and could be‟. „We were a young organization and we did what we thought 
was fun to do. The CMC taught me that there is always a theory behind what you 
do, and that you have to make this explicit‟. „The reflection moments were very 
useful. It urged you to step back at certain moments and look from a distance 
what your organization is doing‟. For some participants the input from specialists 
from other sectors did bring about change in the way of thinking: „The CMC 
taught me to think outside the box‟. 
3.4 Practical tools to develop and carry out projects and programmes 
A next group of acquired and applicable capacities refers to different methods to 
carry out activities to strengthen the societal support and to develop projects and 
programmes. In particular methods to identify, analyse and approach target 
groups were mentioned. In general respondents said that the CMC allowed them 
to determine the objectives and the target group they wanted to reach, and to 
assess critically whether the correct target groups were identified for specific 
activities. The information about mentality milieus especially was stated in this 
context. Some respondents and interviewees said that the CMC introduced them 
to these concepts and that they used them in their work.  
This opened up new avenues to undertake action. According to the 2007-2008 
evaluation, the CMC helped to analyse existing projects better and to set up better 
delineated campaigns and project proposals. In addition, it helped participants to 
analyse and define target groups and clarify the types of societal support they 
could strengthen. It illustrates this with the following quote: „I can now apply 
more appropriate evaluation methods when planning new activities. I have a 
better view on the added value of an activity and the indicators for success‟. A 
participant working for a COS stated that: „The CMC has made me aware that my 
organization has already worked for a long time with a methodology similar to 
the mentality milieus to identify and approach target groups. My organization is 
located in the so-called Bible belt of the Netherlands and the more practising 
Christian group of the population has to be approached in a very different way, 
than for instance, civil servants working for municipal authorities. For each group 
different activities and communication tools have to be set up‟.  
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However, certainly not all interviewees assessed this aspect of the CMC positively. 
A considerable group of respondents and interviewees asserted that the CMC did 
not offer adequate practical tools and methods, and argued that the course was too 
academic. Especially experienced operational staff expressed this opinion. As 
mentioned previously, the second phase of the CMC (2007-2010) attracted more 
operational staff members than the first phase (2003-2007). In the second phase, 
the demand for practical tools was thus higher than in the first.    
4. Application of skills 
The majority of interviewees and respondents who have participated in the 
training said they were able to apply at least part of the learned material (see, for 
instance, figure 4.9). For the workshop, a similar, though less outspoken image 
appears (13 out of 40 applied part of the skills, while 5 everything and 5 noone of 
the skills). Also, according to the evaluation of the CMC 2007-2008, the 
presentations were useful for the work practice of the participants. Almost two -
thirds stated that they used the presented knowledge directly or at least indirectly. 
One quarter mentioned that they did not use it instantly, and about 15% did not 
use the knowledge. 
 
Figure 4.9 The degree to which the participants of the training course could apply the skills in 
their work 
From the information provided by the interviewees and respondents we can 
identify the following reasons why they could apply the skills and knowledge in 
their work or not. 
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4.1 Usefulness of presented skills and knowledge 
The main reasons why respondents argued that they could not apply all the 
material first of all had to do with the fact that the information was sometimes not 
appropriate for the working situation of the respondent. One governmental 
official explained: „Although the trainers knew that I was working within the 
government and therefore that I was mainly interested in the political support for 
development cooperation, the information given was difficult to translate to my 
own practice. For me the added value existed therefore in the provision of general 
knowledge and a first encounter with a field that is essential for all activities. (...) I 
had hoped to receive more concrete tools. Because I had a different background 
[from the other participants working for development organizations] it was 
difficult for me to apply my own case to the course. (...) to a certain extent my 
participation was an experiment, because I was looking for tools for strengthening 
the political support in the EU arena. I was assured that the information [provided 
by the CMC] could be translated to [my working context], but in the end I was 
disappointed‟. 
In contrast, for a large number of other participants the CMC was linked to their 
working environment. One participant, who has eight years of experience in 
societal support activities, illustrates this.  
Case: The participant has worked for different organizations and describes how the CMC 
has been useful for her work. Her former organization is rather small (20 staff members). 
It focuses on a single issue in developing countries. Each year it carries out an 
awareness raising campaign on a specific topic, which includes the provision of a 
concrete perspective to act. About five people work in the department of campaigning 
and communication. They are responsible for the development of the campaign. The 
interviewee argued that the CMC had helped her not only to analyse the context in 
which the campaign would take place, including the target groups they tried to reach, 
but also to make links with evolutions in other sectors. This knowledge improved the 
campaign plan of the organization. 
In her new organization, she was first involved in the development of an exchange 
programme. This is a subsidy programme for organizations that want to send out 10 or 
more young people on an internship in a development project. Upon their return to the 
Netherlands, the participants have to share their experiences with at least 150 people. 
She developed a handbook for the participating youth, as well as for the organizations, 
about strengthening the societal support. It includes very practical information about 
presenting the experiences, and the preparation of the participants for their mission.  
Currently she is involved in the follow-up programme. This is a larger programme that 
is targeting bigger organizations and includes, besides exchanges and internships, other 
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activities aimed at developing global citizenship. Organizations have to state how they 
will attempt to change the behaviour of people and measure the effects. Together with her 
team, she already has identified a number of possible behavioural changes (which will be 
used to assess proposals of organizations). For both projects, the CMC offered 
instruments and insights in how to develop and carry out these programmes and write 
up the evaluation criteria.  
One respondent evaluated the campaign of her organization and thought the 
evaluation methods introduced in the CMC were very useful. Another interviewee 
said: ‘The Ministry demanded several measuring methods, such as SMART and 
DRAM. The CMC attached a lot of importance to these and I could apply it in my 
work‟. Others illustrated the applicability of the CMC in a more general manner: 
„When I start a new project I pay much more attention to what the ultimate aim of 
the initiative should be. I am more aware of the kinds of important decisions that 
should be made‟. Or: „I focus more on the different aspects of societal support 
when I write up operational plans and I apply the insights of the CMC. For 
instance, that you should not always start with giving information to increase the 
know-how of people, but that you can also start from giving options to act. (..) Our 
organization has asked the municipal and provincial levels attention for the 
themes we are working on. I notice that I am applying the principles of lobbying 
as we have used them in the CMC. Of course in practice it is always a bit different 
than you have learned during the course‟.  
Many of them used the final assignments or individual papers for this: „I just copy 
and paste parts of my written assignments in proposals‟. „The input of the training 
was a very important source of information for my proposal to strengthen societal 
support for [a specific activity] of [my organization]. I also discussed the concepts 
in a small team of my organization in the summer of 2010 and there will surely be 
follow up‟. „I have written an extensive project plan, including a campaign plan on 
the basis of the structure given to us by the CMC. Also in my annual reports I have 
copied recommendations from the course – also to show what we had learned 
during the CMC‟. 
4.2 Provision of practical tools and methods 
Other tools were also deemed useful. One participant was very enthusiastic about 
story-telling techniques, and said that she had applied it several times in her work 
with young people. Her organization sends out young people to developing 
countries to work in a project or to do an internship. Upon return they have to 
share their experiences. Nowadays she uses story-telling techniques to bring out 
and share their experiences.  
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The CMC also offered some other practical tools. Some respondents invited guest 
trainers whom they met during the CMC to give presentations at their own 
activities, or copied training methods of the CMC. They used the insights of the 
CMC to improve their communication material, such as websites or folders, or 
ways to present their own organization to their target group.  
4.3 Knowledge gaps 
Although the skills were appreciated, a large number of participants argued that 
they still have questions remaining. As one interviewee critically asserts: „I still 
make use of the target group oriented approach of mentality milieus. This was 
very new to me, when I was first confronted with it during the CMC. I liked the 
fact that it was a tool from the marketing sector. (...) The CMC emphasized the 
importance of measuring the results of societal support initiatives, but did not 
really provide tools to measure more than output alone. Also now, in my 
organization, we still measure mainly output effects. Moreover, we do this is in a 
very quantitative manner, while the [CMC team] emphasized the use of 
qualitative measures‟. Several participants confirmed the difficulty of measuring 
effects, even after having followed the CMC, especially to the problem of 
measuring the effects of private initiatives on the strengthening of societal 
support. 
4.4 Organizational context 
A number of participants did apply the knowledge successfully, but did not get 
much support from their organization to carry on: ‘In practice I have not assessed 
many activities as we were taught to during the CMC. I have done it once, and I 
noticed that the training had been very useful and that I now know how to 
undertake such a kind of assessment. Within my organization however, there was 
no follow-up to this exercise, so I did not do it anymore afterwards’. Also time 
constraints were mentioned as hindering factors, as another respondent asserted: 
„The training did not influence the way I worked, because I had more urgent 
things to take care of first‟. The organizational development context will be dealt 
with in detail in the next chapter.  
4.5 The subsidy context 
Although the CMC offered useful information, a minority of participants claimed 
that pressure from subsidizing agencies renders it very difficult to apply certain 
methods. A participant from an organization that specialized in the strengthening 
of social support argued: „Unfortunately our focus on and approach to societal 
support – defining the appropriate target groups, the objectives, and the reasons 
why the societal support should be strengthened – was forced to change, because 
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we had to take into account the organizations that subsidized us. We were to a 
great extent forced to work with the system of mentality milieus. The CMC 
introduced me to this concept and also taught me how to approach it critically. For 
instance, to determine how many people you have reached of a certain mentality 
milieu was not only very difficult to measure, but also difficult to communicate to 
the main groups our organization subsidizes to carry out societal support 
activities, i.e., private initiatives. Some groups are almost impossible to reach 
anyway, for instance people that vote for the PVV, to use a caricature. (...) The 
CMC did not provide sufficient instruments to do this – and I doubt whether this 
is possible anyway‟.  
5. Conclusion 
Participants acquired a number of new insights and skills from the CMC. Most 
importantly, it gave them tools to understand and interpret the concept of societal 
development and to contextualize it in the development sector as a whole. 
Moreover, the CMC stimulated participants to reflect about their own activities 
and working environment and to a certain extent challenged them to approach 
their work from a different angle. While participants might have entered the 
course with expectations to receive a set of tools and technical inputs, it is a strong 
added value of the CMC that it has tried to stimulate double-loop learning. This 
involved questioning the underlying agenda, values and principles of the way of 
work in their organisations.To a certain degree, participants received practical 
tools (especially related to target group definition, and the development of 
projects and programmes). At the same time, a sizeable group of experienced 
operational staff disagreed with this, implying that not all participants were able 
to apply the CMC material in their daily work. Nevertheless, a number of 
examples could be identified in which participants had used the conceptual 
knowledge and the provided tools in developing and carrying out activities. 
Admittedly, some examples seemed to be isolated instances for the attraction of 
subsidies. 
Table 4.1 gives a round-up of the factors contributing to or inhibiting individual 
learning effects on participants. A first set of factors refer to the preparation of the 
course: notably the attention given to a good selection of participants for whom 
the CMC should be useful, as well as communication about the topics dealt with, 
and the identification of learning wishes of participants. A second group of factors 
are linked to the pedagogic strategy and content of the course (such as relevance 
of topics, quality of the guest trainers and facilitating personnel, background 
information, and the assignments). However, the provision of new insights and 
the input of external sectors (especially the absence of guest trainers from 
developing countries) had mixed influences. Next, the interaction between 
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participants and the general atmosphere were conducive factors that allowed 
participants to learn from each other, although the heterogeneity of participants 
was sometimes an obstacle. Lastly, two external factors inhibited learning effects: 
the organizational and subsidy contexts.  
Table 4.1 Factors contributing to or inhibiting individual effects 
Favourable factors Inhibiting factors 
Selection procedure of participants  
Communication about content of activities  
Pedagogic strategy (i.e. action-learning cycle)  
Intensity of the course  Training sessions sometimes too time 
consuming 
Set up of course (e.g. attention to learning wishes)  
Link between theory and practice Especially in the first years, link could 
have been better 
Relevance of topics  
Provision of new insights Knowledge gaps: lacking knowledge to 
apply certain topics (M&E, ..) in own 
working context 
Background material In the first years, insufficient 
background material 
Input from some sectors other than development 
cooperation 
Limited input from other sectors 
High quality of guest trainers 
teaching/presenting/facilitating skills 
 
Good monitoring and evaluation and reacting to 
dilemma‟s (for instance offering extra training 
when training was assessed as unsuccessful) 
 
Assignments: reflective papers induced reflection 
about own work 
Feedback on assignments not always 
profound enough 
Group assignments: offered opportunity to learn 
about other organizations and develop a concrete 
project 
 
Interaction of participants  
Atmosphere in activities  
Mix of participants Heterogeneity of participants and 
differential levels of expertise and 
knowledge 
 Organizational obstacles 
 Subsidy context 
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CHAPTER 5  
ORGANIZATIONAL EFFECTS 
1. Introduction 
In the previous chapter we identified examples of participants who have gained,  
to a greater or lesser extent conceptual knowledge and practical skills to enhance 
their own activities on societal support and have used this in their day-to-day 
work – even some time after they participated in the CMC. However, the question 
remains whether these individual learning effects influenced the organization 
itself. In other words, did the CMC lead to organizational development or 
learning? In this chapter we first list the main effects on the organizational level, 
and then go deeper into the factors that favoured or inhibited organizational 
development. 
2. Organizational effects 
The websurvey gauged whether strengthening societal support received higher or 
different priorities within the participant‟s organization during or after his/her 
involvement in the CMC. About half of the respondents stated that this had been 
the case to a major or minor extent. The influence was diverse, as the following 
statements show.  
2.1 Framing and understanding the organization’s mission 
For most respondents and interviewees, the main effect was that the CMC enabled 
a more effective framing of the mission and objectives of their own organization, 
as well as contextualizing the organization‟s focus and activities. This seems to be 
the case for the extensive network of COS. One of the participants who worked for 
a COS said: „Although I do not really know in detail how the knowledge that I 
learned has been assimilated into my organization, I do notice that we give more 
attention to the question how an activity contributes to the strengthening of 
societal support. Before [my participation in the CMC, societal support] was 
something abstract: we tried to strengthen the societal support for international 
cooperation, but now we are more aware of [what we are doing] and we approach 
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it more critically‟. COS Noord-Holland even invited Context, international 
cooperation to give an internal training course to its members. Besides concept 
development and vision framing, the CMC introduced new instruments to some 
COS. For instance, one of the respondents mentioned that the workshop on social 
media had led him and one of his colleagues to use social media in two projects.  
A staff member of a small and relatively new project bureau which focuses on the 
implementation of ICT in different societal sectors, stated that she had gained a 
better understanding of societal support and activities to strengthen it. She took 
these new insights to her organization, and while before her organization paid 
virtually no attention to the issue, nowadays strengthening of societal support is 
one of the focal areas of the organization.  
The project leader of a large NGO that mainly focuses on strengthening societal 
support said that, at the time he took part in the CMC, the concept of societal 
support needed to be developed and was still at an early conceptual stage in the 
Netherlands. Therefore, he only received limited input from the CMC to share 
with his colleagues. Nevertheless, the CMC gave him more insight and points of 
view on the issue. His participation led to more attention being paid to the societal 
support approaches and to a certain extent enabled an adaptation of the 
organization‟s activities. 
2.2 Changing the focus of the organization 
Most members of the NCDO who took part in our websurvey or interviews stated 
that the CMC was useful in framing and understanding the NCDO‟s vision and to 
stimulate discussion about why and how the NCDO is trying to strengthen the 
societal support. During the focus group interview with members of the NCDO, 
one of the participants stated: „The target group oriented policy [of the Ministry] 
influenced considerably the communication [of the NCDO]: those population 
groups that do not engage in development cooperation, we had to try to reach in 
another manner. The CMC trainings included sessions on target group 
communication, and these induced us to question our approach. Previously we 
would go to fairs on several broad topics where we tried to reach out to voters of 
[right wing popular parties, that were known to be unsupportive of development 
cooperation]. We also gave attention to social media, such as Facebook and 
Twitter, but this was in a very reactive fashion. The CMC helped us to frame our 
objectives better and to focus our activities more pro-actively to different target 
groups‟.  
Interestingly, the CMC could lead to sometimes surprising insights about the 
participant’s own organization. For instance a participant from Prisma, an 
organization that is a member of the ICCO alliance and represents sixteen 
Christian reformational and evangelical organizations engaged in development 
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cooperation and the global deaconate, explained: „Our involvement in the CMC 
led to less attention on the development of societal support activities within our 
organization, because the course showed us that it is not Prisma‟s task to focus on 
this, put rather that of our member organizations. For this reason we started to 
focus on offering support to our members who were developing initiatives. Hence, 
indirectly we did a lot with the CMC‟.  
2.3 Communicating the organization’s mission 
For a smaller organization such as Be More, set up some years ago as a private 
initiative of young people that focuses on assisting volunteers to work in projects 
in the South, the CMC was an instrument to gain an introduction to the concepts 
and methods of societal support. The director and the manager of operations 
participated in the course. They argued that they had already tried to strengthen 
the societal support for development cooperation through their activities. They 
had difficulties though in explaining why and how they were strengthening the 
societal support for development cooperation. According to them, the CMC 
facilitated them putting their initiative into context and communicating their 
organization‟s efforts to a broader public, to potential volunteers (their target 
group) and the sector as whole.  
The abovementioned quotes and experiences give us some information about 
factors conducive for the CMC‟s influence on organizational development. Before 
going into the main factors, the two boxes below demonstrate diverging 
experiences of the outcome of the CMC.  
Case (a): Stichting Oikos is an ecumenical organization that tries to strengthen public 
and political support in the Netherlands for poverty alleviation in developing countries 
and for sustainable development. Several staff members (management and personnel) 
have participated in the CMC training course, lectures and workshop – either as 
participant or as guest trainer. The training course was especially useful to stimulate 
and frame the discussion of the organization’s mission and interpretation of societal 
support. One of the staff members participated in the early years of the CMC training 
course. Although all participants were professionals in societal support for development 
cooperation, she was struck by the diversity of the participants: ‘There was a very 
apparent difference in the approach and interpretation of societal support between those 
participants who were responsible for educational activities, and those who were 
responsible for communication within their respective organizations. They even had 
divergent vocabularies to speak about the topic’. She herself was responsible for both 
areas within Oikos, therefore she could understand both approaches. At the end of the 
course, these differences were still visible, according to her. This made her think about 
the concept of societal support and she decided to have a closer look at her own 
organization. ‘Within Oikos there were also different interpretations. At first sight we 
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carry out different activities and sometimes speak a different language, but when 
examining closer, there are many similarities’. After some years, a vision document 
about societal support was written. The authors (i.e., the participant in the CMC and 
other staff the organization) took Develtere’s definition of societal support (with the 
components knowledge, attitude, behaviour) as a starting point and discussed with staff 
members their own approaches and interpretations. This led them to an extensive 
approach to societal support. Attitude and behaviour are seen as two central (and both 
dependent and interdependent) determinants of societal support. Factors that influence 
these determinants positively or negatively include, amongst others, knowledge, context, 
and personality. Important in this approach is the emphasis put on the own 
interpretation of what is positive or negative for societal support, and which concrete 
elements make up the objective of societal support. This is true for organizations like 
Oikos, but also for target groups and individuals. For each of these elements it is 
important to visualize in a diagram (where X-axis is behaviour, and the Y-axis the 
attitude) where the organization interprets the current level of support of a certain 
target group. The diagram challenges the organization to explicit its own view on 
societal support, as well as its implicit hypothesis..  
Over the years, the work of Oikos on societal support has evolved significantly. New 
themes have emerged, such as sustainable development, religion and migration, as well 
as new target groups. First Oikos concentrated on ecclesiastical groups, while currently 
young people, migrants and other (ecclesiastical) organizations have been added. While 
in former times, Oikos tried to convey a clear message to its target groups – a one-way 
information sending, nowadays the organization tries to look at what affects or moves 
target groups themselves, and responsively adapts its supply to the demand. There is a 
move from knowledge sending to a focus on experience, or, in other words, an open form 
of facilitation of learning.  
 
Case (b): The participant is a staff member of a large Dutch NGO that focuses on 
strengthening the societal support in the Netherlands. Several staff members have 
participated in different activities of the CMC, but only two in the training course. 
While he is still working in the organization, the other participant left a couple of years 
ago. From the feedback that he received, his colleagues found the content of the CMC 
activities useful and interesting. During the course, he has discussed the learned 
material with the management on a regular base. Although they were interested and 
were open to the CMC’s approaches, they were operating in a different logic and were 
not adequately informed about the issue. According to him, there is a need for a 
mentality and organizational change within the organization, because at the moment the 
structure of the organization inhibits him from implementing and using the material. 
For instance, in his opinion, there is a tension between lobby activities, on the one hand, 
and education, communication and campaign activities, on the other hand, which 
renders collaboration difficult. Furthermore, his organization focuses on ad hoc issues, 
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not on long structural campaigns. The CMC emphasized the importance of structural 
longer-term campaigns to strengthen social support, but there are no opportunities for 
him to do this. Lastly, he has learned from the CMC that information giving 
(knowledge) does not automatically lead to attitudinal or behavioural change, but his 
organization does still take the knowledge approach. An opportunity to implement the 
CMC insights into his organization could have been the final assignment of the CMC 
training course. However, for this group assignment, he had to work together with other 
participants of other organizations and consequently the assignment was not about his 
own activities or organization. The management was not interested in this assignment 
because it did not have direct application to the organization. 
3. Conducive and inhibiting factors for organizational development 
From the cases a number of conducive and inhibiting factors for the CMC‟s effect 
on organizational development or learning can be extracted. The remainder of this 
chapter will list these, with examples of experiences of other participants and their 
organizations. As a framework for analysis, the motive, means and opportunity 
(MMO) model of Britton is used.4 According to Britton, factors which inhibit or 
favour organizational learning can be divided into three groups. These refer to (1) 
the presence or absence of a reason (a motive) for staff to contribute to 
organizational learning; (2) the availability of means to learn or to apply the 
learned material; and (3) the provision of an opportunity to contribute. As Britton5 
argues, „if (...) an NGO agrees that organizational learning is desirable then it must 
ensure that all three of the MMO factors are reinforced with its staff‟. 
3.1 Motive 
Organizational effects are more likely to take place when the individual has a 
reason or motive to support or contribute to organizational learning. Having a 
reason to do this depends on a variety of factors.  
Participant’s profile 
A participant‟s assertiveness and personal character will inevitably play a role in 
what he or she does with the material. Although both cases show that the 
participant had a willingness to use the learned material and to influence their 
own organization, other participants did not feel the urge to change things within 
their organization. However, this seems to be a minority, since the surveys and the 
interviews did not give many examples of this. The previous chapter has shown 
                                                 
4  Britton, B. (2005), Organisational Learning in NGOs: Creating the Motive, Means and Opportunity, 
INTRAC, Oxford. 
5  Ibid., p. 14. 
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that most respondents and interviewees emphasized that the CMC stimulated 
them to take action.  
Role of the participant within the organization 
Another factor refers to the individual‟s role within the organization. This includes 
knowing how this role fits within the organization. The CMC had the most 
potential to have an effect on the organization when participants focused in their 
daily work mainly on societal support issues. For almost all participants in the 
CMC training course this was indeed the case. The effective selection procedure 
and the communication of the CMC team about the training course‟s objectives 
and target groups played an important role in this, because it ensured that 
participants followed a course which should have been relevant for their own 
work. However, while the CMC intended (especially in the beginning) to train 
people in higher (management) functions, in practice a significant proportion of 
participants was employed in lower functions and therefore did not automatically 
have the power to influence the policies and approaches of their organization. 
Especially in later years this was more evident (see previous chapter).  
In certain cases, the participants were promoted within their organization. 
Eight respondents had taken up another function within their organization – often 
a higher position in the same department. They gained an increased degree of 
autonomy to influence the organization‟s policies. A participant working for a 
trade union illustrates the importance of the participant‟s appropriate function to 
be able to implement the learned material: „After the CMC I got another function 
within [my organization]. This function allowed me to have more contact with our 
members and gave me more liberty to apply my skills and to implement my final 
assignment‟. For some organizations the lack of an intermediate management level 
was an obstacle. For instance, a COS employs a director and staff, but do not have 
middle management. As one member explained: „The CMC is directed towards 
middle management personnel, but we don‟t really have that. The direction sets 
out the policy, while the other staff implements it. But the direction did not take 
part in the CMC, because it did not see itself as a target group‟.  
Pro-active leadership 
Importantly, according to Britton, the organizational and managerial culture can 
support (or inhibit) the development of a motive for organizational learning. Pro-
active leadership that supports organizational learning is a first key element. In a 
large number of organizations, the management stimulated staff members to take 
part in the CMC. This is illustrated by the fact that several CFOs, COS and other 
organizations sent more people to take part in the course. Arguably, the best 
example is the NCDO, of which 40 people participated. From the beginning of the 
CMC, the NCDO management clearly saw the programme as a means to develop 
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organisational capacity and conceptual knowledge about societal support. The 
CMC was a central feature in the capacity building strategy of the NCDO for its 
staff. However, from the focus group interview with NCDO staff we conclude that 
it was only in the first years of the CMC that the NCDO management used the 
training programme strategically for organizational learning. It seems that this 
was an implicit strategy rather than a strategy based on clear explicit 
arrangements and methods to share and use the knowledge within the 
organization. In the last years of the CMC, the training course was rather regarded 
as capacity-building programme for newly appointed personnel within the 
NCDO. Systematic feedback to the organization was less frequent. 
Organizational culture supportive of learning 
Pro-active leadership also implies that the management develops and sustains a 
culture supportive of learning. This is the second key element according to Britton, 
who asserts that organizations with a learning culture demonstrate that learning is 
a legitimate activity that is encouraged, supported and rewarded. In addition, 
adequate resources are provided for learning and the management aims to 
overcome the organization‟s internal barriers to learning. The point about limited 
resources is illustrated by a respondent in this study who claimed that the 
management did not provide sufficient opportunity to implement the CMC‟s 
insights: „Partly I was impeded from using the information from the CMC because 
I just did not have enough time to analyze and develop an activity as you could do 
during the training course‟. Another participant adds: „You can acquire skills 
about, for instance, monitoring and evaluation, but if your organization is not 
interested in this issue – because of time constraints or because the subsidizing 
agency does not ask for it – you do not focus on it in your work‟.  
One of the indications of the existence of learning culture, as Britton asserts, is 
the intensity and manner in which knowledge and ideas are shared within the 
organization. The interviewees and respondents indeed mentioned the importance 
of this element regularly. We will return to knowledge sharing later on in the 
chapter.  
3.2 Means 
Having a reason to contribute to organizational learning is not sufficient. The staff 
also needs the means to make a contribution. In this context means refer to 
five elements, all of which have been addressed by the CMC, as we will 
demonstrate briefly in this section. 
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Ensuring conceptual clarity 
The CMC pedagogic strategy is based on the experiential learning cycle (see 
chapter 2). Central in this strategy is the idea that people learn from experiences. 
Learning starts by acting, reflecting on the outcome of the activity, and linking this 
to conceptual theories and things the individuals already know, and applying 
these new insights in new activities. The previous chapter has shown that this 
pedagogic strategy was understood and highly appreciated by the participants.  
Supporting necessary competences to learn 
Knowing how to learn and how to apply this within the organization requires 
specific learning competences which are often overlooked by organizations, 
according to Britton. Based on the information we collected, we can conclude that 
the CMC has offered the participants a number of these competences. Firstly, as 
demonstrated earlier, the CMC helped participants to understand their own role 
within their organization, and to question and frame their own organization‟s 
mission. Secondly, the CMC challenged participants in their way of thinking (see 
chapter 3) and gave them tools to approach issues from different angles (for 
instance, from a marketing perspective). Thirdly, the group tasks of the CMC 
training offered participants opportunities to work in teams and reflect on their 
role within this team. Lastly, the capacity-building programme provided a space 
to build networks and relationships with other organizations.  
As Britton asserts, these skills differ from more technical knowledge and skills that 
specific jobs require. The CMC has clearly focused on the provision of learning 
competences. However, it is not the crucial influential factor. The organization 
itself has to create a conducive environment and support the insertion and 
development of these capacities.  
Providing a range of methods and tools that can be used 
The CMC not only provided learning competences, but also introduced and used 
learning methods. These help organizations to link theory and practice. As 
described in chapter 3 and assessed in chapter 4, the CMC has continuously tried 
to bridge the gap between conceptual knowledge and practice. Another such 
method was the attempt to create a community of practice, in which knowledge is 
shared, good practices developed, and collaboration supported. In the following 
chapter, we will discuss the networking aspect of the CMC and demonstrate this 
has only been partly achieved.  
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Providing specialist support 
The input of external expertise (as guest trainers for instance) was an important 
feature of the CMC. Moreover, the implementing agencies of the CMC possessed 
adequate experience (and developed it further throughout the programme) in 
setting up a capacity-building programme.  
To the participating organization, the CMC was an external capacity-building 
programme. However, it was clearly focused more towards human resources 
development than organizational development, which resulted in some 
limitations, as will be discussed later on. Specialist support for organizational 
learning can also be offered within the organization itself, or be an integral part of 
the organization‟s learning strategy. Either this can supplement the CMC, or an 
internal organizational development programme can function as an alternative to 
the CMC. We will return to these issues in the final conclusions of this report. 
Investing adequate financial resources 
The lack of financial resources might be the reason why organizations do not 
invest in organizational learning – although this is often an excuse for giving the 
issue a low priority. The relatively low fee for participation in the CMC should be 
seen in this respect as a favourable factor for organizational learning. However, 
the financial argument may be used by management of organizations as a reason 
for not engaging themselves further. In our interviews, we did not find direct 
evidence of this argument, but the influence of the subsidy context and the time 
constraints can be regarded as indirect illustrations of this point (see chapter 4).  
3.3 Opportunities 
As well as the reason and the means to contribute to organizational learning, the 
individual needs the opportunity to apply the learned skills and to contribute to 
change within the organization. From our interviews we extracted the following 
factors that refer to opportunities.  
Managerial support and interest and strategic development 
In most cases in this study, the management played a pivotal role in whether the 
CMC had an organizational effect or not. Several participants complained about 
the lack of interest of their management and argued that this was the main reason 
why their involvement in the CMC did not lead to any organizational change. One 
participant from a trade union even mentioned that the management of his 
organization was rather nervous of engaging in societal support approaches 
because it was something new. In case (a), described earlier in this chapter, the 
management was conducive in using the CMC‟s insights, while the case (b) was 
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the opposite. This explains to a large extent why the CMC had an impact on 
organizational development in the former case, and limited to no impact in the 
latter.  
The following quote also refers to the policy environment as a factor that guides 
the organizations priorities: „None of my colleagues is involved in societal support 
related activities. At the moment societal support is not a priority of the Dutch 
development policy anymore. Hence, I would not advise my colleagues to invest a 
lot of effort in the issue‟. 
The testimony of a participant who works for a large organization that focuses on 
societal support illustrates very well how the lack of managerial interest, as well as 
organizational structure and the policy environment can inhibit the CMC‟s 
organizational effects. Simultaneously, it shows how the CMC has stimulated 
debate within the organization: „Maybe in the first years of the CMC there were 
more opportunities for the capacity building programme to exercise influence than 
in the latter years. In this period, the information provided by the CMC was 
relatively new and innovative. At that time, there were policy days within our 
organization. At these days, the whole team was brought together. In later years, 
we worked in subgroups. In the early years there was, for instance, room to insert 
new issues, such as the pentagram, on an organizational level. (...) Maybe the 
change of director [who was very interested in the CMC] resulted in less interest 
in the CMC. Another reason was the fast sequence of certain evolutions within the 
sector. For instance, [some years ago] there was a big discussion [in our 
organization] about the question whether we still had to focus on societal support. 
Even the word „societal support‟ was questioned – maybe we had to look for 
another word, because „societal support‟ had gotten a negative connotation, i.e., 
raising the societal support for a certain policy, and hence promoting it. At the 
time of these discussions, the participants in the CMC wrote their assignments 
about these issues. These brought about fierce debates in our organization‟. 
This testimony refers implicitly to the importance of an effective strategy of the 
management for organizational learning. In other words, in order for the CMC 
insights and competences offered by the CMC to contribute to change within the 
organization, the management should have a strategy to apply this new learned 
material within the daily operations of the organization. Organizational learning 
should be identified as a strategic goal.  
Focus of the organization 
Not surprisingly, opportunities for participants to share their new knowledge and 
skills within the organization were largely dependent on the organization‟s focus 
and the relevance of the CMC for the organization‟s current activities and policies. 
Evidently, organizations that focused primarily on societal support gained direct 
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added value from the CMC. For instance, the NCDO‟s core business is societal 
support for development cooperation, as is the case for the COS and Oikos. Other 
organizations, for example the CFOs,  did not focus exclusively on this issue, but 
had departments that worked in this area. These organizations were by definition 
interested in new developments in strengthening societal support.  
However, there were also participants who, in retrospect, found that the CMC‟s 
focus diverged too much from their own organization. For instance, a participant 
of an international NGO argued that the CMC was mainly focusing on societal 
support in the Netherlands, while his own organization was more interested in the 
international level. Therefore the CMC was not very useful. Another training 
participant mentioned: „I did not implement certain aspects of the CMC in my 
organization, because the course did not connect enough to the focus of my 
organization. For instance there was a presentation about young people and 
societal support, but I did not get any useful information on how to reach out to 
this population group with activities‟. 
Several participants illustrated how they used up-to-date information from the 
CMC in activities and policies that they were developing during, or soon after 
they had finished the CMC. A participant from a COS said: „The NCDO urged 
organizations to use the mentality milieus and their subsidy proposals. In the 
CMC I was introduced to this system and therefore I could use it in our own 
proposals. I also gave a workshop about it, and wrote an advice for the 
management and other staff members‟.  
A communication advisor of IKV Pax Christi said that the CMC workshop she 
had followed on civic driven change had changed her way of working as well that 
of her department: „We started to work in the organizing way with our older 
constituency as well as with youth. The whole team has taken this up.‟ 
Knowledge sharing and management  
An effective knowledge-sharing system within the organization facilitates the 
circulation of new insights and acquired skills of the CMC between colleagues. 
This can take the form, for instance, of formal and informal contact moments to 
exchange information and skills, and the development of innovation projects in 
which the acquired skills are put into practice. The websurvey showed that only 
four respondents stated that they did not share any information. Explanations 
included a change of job during or just after the CMC (see factor turn-over), and a 
non-conducive organizational environment (see below). The available data 
demonstrates a variety of ways in which participants shared information: 
presentations, workshops, feedback during meetings with other members of the 
department, writing up of a report of the session – including their own reflection – 
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and sharing this with colleagues, insertion of insights into the communication plan 
of one‟s organization, and informal discussions.  
Participants from a large organization, that has strengthening societal support as 
its core business criticised the absence of a knowledge-sharing system in their own 
organization: „In certain departments, there was a lot of room to discuss different 
aspects of the CMC. However, the essays were not widely spread among the 
employees. There was no systematic feedback, although the CMC proposes to do 
share knowledge. [Our organization] does not have a knowledge management 
system and there is insufficient space within the organization. We did not have 
hardware to manage it‟. 
As the cases show, it is not only important to share the knowledge with the other 
members of the organization who have similar functions, but also with the 
management. A participant who worked for Wemos, a small organization that 
advocates the right for the preservation of good health in developing countries, 
asserted that she discussed the material of the CMC with the head of department 
and also sent out information via e-mail. The management encouraged the 
participants to share their knowledge and even encouraged employees to follow 
the CMC‟s activities: „In our organization there was a lot of interest to follow the 
CMC. The demand was greater than the supply‟. On the contrary, a participant 
from a larger NGO argued that, although more people participated in the CMC 
training course, „management did not show a lot of interest. Hence we could not 
share our insights‟.  
Staff turn-over 
A participating manager asserted: „It is good that there were different participants 
of an organization, because of the high staff turn-over in the sector‟. This brings us 
to an important factor that impeded organizational effects,  i.e., staff turn-over, 
and the response of the CMC to this problem. 
Six out of 36 respondents were no longer at the same organization as the one they 
worked for when they attended the CMC training course. In essence this need not 
be detrimental for the effects on the organizational development, as the pre-
requisite is the availability of an effective system to pass on knowledge. Moreover, 
some participants left the organization several years after they had followed the 
CMC. In cases where the participant left the organization directly after or at the 
end of the CMC, there was often no feedback or follow up.  
On the other hand, a significant number of respondents and interviewees said 
that they used the insights of the CMC in their new organization and tried to 
move their new organization‟s approach on societal support in a different 
direction (sometimes successfully). 
Organizational effects 67 
 
One participant said: „The societal support that I am now focusing on is of a 
very different nature. It is not political anymore but rather public support. It is 
again a challenge for me to translate the insights of the CMC to my new work. 
However, I can use the basic principles‟. 
Inducing organizational development by increasing participants from each organization 
To counteract the staff turn-over problem and to intercept the risk of limited 
participation of higher management functions, the CMC‟s intervention logic 
intended to attract a higher number of participants from the same organization 
over the years. The more people of a single organization participated, the higher 
the probability that this would indeed lead to organizational change. As chapter 3 
has shown, the CMC achieved the objective of relatively high participation rates 
among certain organizations. Indeed, most of the participants and management 
we interviewed from these organizations stated that this led to a greater 
awareness of the CMC‟s insights. The cases also hinted at this. For instance, a 
trade union participant identified the lack of colleagues participating in the CMC 
as a factor why his involvement did not lead to change: „My own colleagues 
impeded me from changing things, because they preferred to keep control 
according to their own approaches. (...) it is a shame that my colleagues are not 
interested in these societal support approaches. Consequently, I felt discouraged 
to push things in a different direction‟.  
The management of a large development NGO, on the other hand, considered the 
CMC almost as a standard course for people beginning to work in the field of 
societal support,.  
Size of organization 
Size matters, apparently, also in organizations. For larger organizations factors 
such as the number of personnel that participated and the management‟s position 
are very important for organizational change. For smaller organizations, these are 
also conducive factors, but interestingly the CMC‟s effect proved to be more 
rapidor more certain. The aforementioned examples of Be More, Wemos and 
Stichting Oikos illustrate this. The participant from Oikos said: „It is a relatively 
small organization, so we share a lot of information. Because of my positive 
experiences in the CMC, other members were sent to participate‟.  
The executive director of Music Mayday, an organization created in 2001 
providing opportunities for creative and artistic development of young people in 
Africa, said: „There are often consultations within the team to be aware of 
interesting things happening. As the team is rather small (seven to eight people), a 
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marketing campaign generally involves the whole team. It makes it easy for me to 
share my knowledge about societal support‟.  
A participant who worked for the political NGO Evert Vermeer Stichting agreed: 
„due to the small size of the EVS, it was easy to share information. I put important 
conclusions or insights on e-mail or discussed it with my colleagues. Also 
informally it was easy to discuss issues, also with the management and the board 
of directors‟.  
A respondent from a larger organization on the other hand said: „My participation 
did not lead to great change, because we are a large organization. It takes a lot of 
time before a new idea is inserted in our organization‟. 
4. Conclusion 
As the previous chapter showed, there were many examples in which the CMC 
managed to provide skills and knowledge that allowed participants to improve 
the development and implementation of societal support projects and activities 
within their organizations. Evidently, this improved the organization‟s operation, 
at least for the time that the participant was working there. In addition, our data 
gathering demonstrated that in certain cases, the participant was able to 
mainstream to a certain degree these new insights and skills within (part) of their 
organization. Most notably, this occurred in the framing of the organization‟s 
mission, the communication of its objectives to a larger public and in some 
instances it even allowed a change the organization‟s focus. However, from the 
cases that we studied and from other interviews that were done the picture 
emerges that about half of the participants did not manage to extend their new 
knowledge systematically to the rest of the organization or its management. 
The main explanatory factors for the success or failure of organizational 
development are listed in table 5.1. These refer to the motives, means and 
opportunities for organizational learning, as summarised underneath. Arguably, 
the most important influential factors are related to issues that, in first view, lay 
outside the sphere of influence of the CMC, such as the managerial and 
organizational culture as well as the presence of a strategy on organizational 
learning. Pro-active leadership and an active interest within the organization for 
sharing information and learning from each others‟ insights, as well as that of 
external expertise, stimulate the motivation of staff members to participate in 
capacity-building programmes. Effective knowledge sharing systems and strong 
engagement of the management, which translates into a tangible learning strategy 
provide the opportunities for individuals to contribute to change within the 
organization. In the final section, the study makes suggestions on how future 
CMC programmes could deal with these issues at the organisational level. The 
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available information also showed how the CMC provided individuals with the 
means (i.e., clear pedagogic model, learning competences, methods and tools, 
specialized support, and low participation fees) to apply the gained knowledge 
and skills in their work and organization. In addition, the CMC‟s intervention 
logic tried to take into account specific risks. For instance, the encouragement of 
several participants from the same organization did indeed counteract to a certain 
degree the staff turn-over problem.    
Table 5.1  Conducive and inhibiting factors for CMC‟s effects on organizational development 
Conducive factors Inhibiting factors 
Participant works on DEAR or societal support 
activities within organization 
Participant does not work on or works only 
part-time on DEAR or societal support 
activities within organization  
Participant in managerial or higher function 
within organization 
Participant in lower function in organization 
Participant is pro-active in sharing and using 
knowledge within organization  
Participant is reactive in sharing and using 
knowledge within organization 
Participants shared knowledge of CMC in 
organization in a structured way 
Participants did not share knowledge of CMC 
within organization 
Participants communicated learned 
knowledge to management 
Participants did not communicate leaned 
information to management 
Management open to participant feedback of 
CMC 
Management not open to feedback of CMC 
Several members of organization participated 
in CMC 
Only one member of organization participated 
in CMC (esp. bigger organizations) 
Low turn-over of personnel (i.e., participants 
stay with organization) 
High turn-over of personnel (i.e. participants 
leave organization) 
Participant works in small organization  
Pro-active leadership  
Organizational culture supportive of learning  
Societal support one of the core areas of 
participants‟ organization 
 
CMC pedagogic strategy  
CMC‟s group and individual assignments 
connect to organization‟s focus and activities 
CMC‟s group and individual assignments do 
connect to organization‟s focus and activities 
CMC‟s contents connect to – at the time of 
participation or short thereafter) – current 
activities, policy changes within organization 
(incl. external policy changes) 
 
Conducive environment in organization for 
change in approach to societal support 
Non-conducive environment in organization 
for change in approach to societal support 
Time available for participant to insert CMC‟s 
knowledge in daily work 
Limited or no time available for participant to 
insert CMC‟s knowledge in daily work 
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CHAPTER 6  
INTERORGANIZATIONAL AND OTHER EFFECTS 
1. Introduction 
In this chapter we assess whether the CMC has contributed to the networking and 
collaboration between organizations. In addition we identify important policy 
effects.  
2. Appreciation 
Arguably, the most useful feature of the CMC according to interviewees was the 
opportunity that the CMC offered for networking with other organizations. The 
websurvey confirms this, as figure 6.1 displays.  
 
Figure 6.1 The degree to which the CMC was useful for networking with other organizations 
Interviewees and respondents especially appreciated the possibilities given to 
learn about other organizations and the work they are doing. Because of the 
emphasis put on reflection and the making explicit of an organization‟s mission 
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and visions and approaches – which were often only implicitly known to 
participants – the participants learned came to know each other‟s approaches. In 
addition, the interaction between participants helped them to elucidate and to 
determine their own organization‟s objectives and methodologies, as well as its 
position in the sector and how others view it. In certain cases, their participation 
improved contacts with other organizations. As a participant of Wemos noted: 
„Collaboration is much easier if you know the people personally. [For instance, we 
improved our cooperation with other actors] for the World Food Day.‟ 
Consequently, the interaction between participants was assessed positively, as 
figure 6.2 (repetition of figure 4.5) demonstrates.  
 
Figure 6.2 Quality of interaction between participants 
3. Interorganizational effects 
There was a consensus that the CMC has helped participants to identify which 
other organizations they could contact for specific information on certain issues. 
Moreover several interviewees mentioned that they exchanged information on 
particular topics that were relevant for their own organization. However, formal 
collaboration on projects, programmes or activities was less obvious as an 
outcome.  
Some participants argued that their own organization‟s focus is too specific to 
collaborate formally with organizations they encountered through CMC‟s 
activities. Others stated that they still cooperate with the same organizations as 
they did before, although this cooperation might have changed to a certain extent 
due to the CMC, as the earlier mentioned example of Prisma and their member 
Interorganizational and systems effects 73 
 
organizations illustrates. The participants from the COS also asserted that they 
continue to partner with other actors (such as local authorities and schools) – but 
the CMC only offered limited tools to engage with new partners. Nevertheless, a 
participant working for a human rights organization asserted that thanks to the 
knowledge learned from the CMC, he became involved in a joint campaign on 
human rights with other organizations.  
Examples of more intense cooperation were especially noted in joint project or 
programme proposals. For instance, a participant from an international NGO 
worked together with two coalitions to apply for funds within the new co-
financing system (MFS II) for the improvement of the communication strategy. 
This implies that the subsiding agencies are still one of the most important actors 
in stimulating cooperation, instead of spontaneous initiatives. Time constraints, 
diverging foci and lack of financial means are quoted as inhibiting factors for the 
latter.  
Still, at least one new cooperation was set up thanks to the CMC.  
Case: The director of Be More got to know the director of Frivista, a small consultancy 
firm offering ICT services for non-profit organizations, at the CMC training course. 
Together with the 1% Club, an innovative and young organization which set up a 
market place to connect development projects to volunteers and donors, they created the 
virtual and real ‘UZ’ meeting place for organizations and volunteers to meet. Via open-
space methodology, interested organizations and people meet each other on a regular 
basis to discuss issues and to meet the demand and the supply for volunteers and other 
non-financial means.  
4. Policy and other effects 
It is very difficult to assess to what extent the CMC influenced the policy on 
societal support for development cooperation in the Netherlands. This was not an 
operational objective of the CMC, and was as such not explicitly targeted, nor 
followed up in M&E reporting of the CMC team. Therefore, there was only limited 
secondary material available.  
Some of the policy makers and experts interviewed agreed that the CMC had most 
probably affected the policy development and debate in the Netherlands in recent 
years, but it was hard to say exactly in which manner. Some of the concepts in 
official policy documents are most likely influenced by the CMC activities, 
because they were raised first in the CMC programme before appearing in the 
public sphere. However, the study could not identify clear examples of how the 
actual influencing process had taken shape. A number of policy makers did 
participate in the CMC training course (although this was sometimes when they 
74 Chapter 6 
 
were still working for another organization). In chapter 3 we demonstrated that, 
all in all, there were few participants from cabinets or government departments 
following the training course. Some acted as presenters at lectures or workshops. 
In addition, about 40 people from the NCDO participated . 
According to one policy maker, the CMC was probably especially influential in its 
first years of programme, when there were almost no conceptual theories about 
societal support. Hence in that period the CMC stimulated thinking and 
discussions about societal support. The book „Wereldburgerschap. Handreikingen 
voor vergroting van betrokkenheid bij mondiale vraagstukken‟, published in 2007, 
and resulting from the experience of the CMC, has become one of the main 
reference works on societal support in the Netherlands. Another policy expert 
argued that other documents, such as the IOB study of 2009, and the AIV study of 
2009 generated more effect on the policy level.  
However, according to the evaluation team, the CMC did influence policy 
development in the Netherlands, but probably more indirectly than through the 
actual training of policy makers. Since 2003, CIDIN and Context have become 
known as experts on societal support, especially in the Dutch context. Several 
organizations have asked both organizations to evaluate their activities, or to 
provide other capacity building courses. Also policy makers, and governmental 
agencies, incl. the Ministry of Foreign Affairs, have consulted both organizations 
on societal support related issues.  
Lastly, at the international level, the CMC has influenced policy makers and 
NGOs in other countries. For instance, Coprogram, the umbrella organization of 
Dutch-speaking Belgian development NGOs has set up a capacity-building 
trajectory on societal support for its member organizations. Context was also 
involved in this. The staff member of Coprogram, responsible for societal support 
attended one of the workshops, which she found „a very inspiring example‟.  
Moreover, the director of GENE, said that the CMC has been taken as an example 
by other European countries and gives three cases where, according to his 
knowledge, the CMC has acted as an inspiration. These three examples are the 
results of discussions that have taken place about the CMC during a GENE 
meeting. 
 
 
Finland: a programme run by the Finnish national board of education and the Ministry 
of Foreign Affairs (training of teachers and school principals)  
Austria: setting up of an Austrian national strategy group on global education (has been 
influenced by discussions on CMC) 
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Ireland: Development and Intercultural Education (DICE) initiative created by the 
Ministry of Foreign Affairs and Irish Aid related the initial training of teachers (see 
http://www.diceproject.org) 
5. Conclusion 
At the policy level, the full extent of the effects of the CMC were difficult to assess. 
The evaluation team identified a number of direct and indirect examples of 
interorganizational and policy changes to which CMC has contributed. The most 
often mentioned added value of the CMC was the opportunity it offered for 
networking and dialogue with other organizations and participants. However, we 
could not find many examples in which this resulted in structural collaboration 
between organizations. Its main outcomes were improved contacts and one-off 
collaborations. As listed in table 6.1, the group assignments and the emphasis on 
determining the participant‟s organization‟s mission were favourable factors. 
However, the CMC failed to a certain degree to offer specific useable tools for 
collaboration. The most important inhibiting factors refer to the isolation in which 
organizations tend to work. Time constraints and diverging focuses were also 
important, as well as the competition for funds. Still, the CMC managed to 
stimulate organizations to see each other as partners rather than competitors. 
Lastly, most collaboration between organizations seemed rather to be induced by 
the opportunity to apply for funds.  
At the policy level, we conclude that the CMC did influence policy development 
in the Netherlands to some extent, but probably more indirectly than through the 
actual training of policy makers. 
To conclude this chapter, the conducive and inhibiting factors for CMC‟s effect on 
inter-organizational development and policy making are listed in table 6.1 below. 
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Table 6.1  Conducive and inhibiting factors for CMC‟s inter-organizational and policy effects  
Conducive factors Inhibiting factors 
CMC enabled the encounters of people and 
organizations and that participants did not 
know before. 
CMC offered limited tools to cooperate with 
organizations from other sectors (e.g. 
businesses, municipal authorities). 
CMC enabled to determine the position (incl. 
objectives, mission, and approaches) of 
different organizations and provided tools to 
make these explicit. 
 
CMC stimulated cooperation on specific issues 
via the final group assignments. 
 
 Organizations still work in isolation due to 
specific focus. 
CMC enabled participants to view other 
organizations as „partners‟ rather than 
competitors. 
Organizations are competing for funds. 
 Divergent approaches, missions and size of 
organizations 
 Lack of time and other means of organizations 
to cooperate 
Subsidies guide cooperation (stimulation) Subsidies guide cooperation (limited 
cooperation) 
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CHAPTER 7  
PERCEPTION ABOUT CMC MANAGEMENT AND 
EFFICIENCY 
1. Introduction 
In this chapter, the roles of and the cooperation between the three organizations 
that manage the CMC is assessed from the perspective of the participants and the 
development field. Next, the efficiency of the management of the CMC (i.e., 
Context, international cooperation, CIDIN and NCDO) will be looked at; more 
specifically, whether the CMC has been run efficiently, and whether the financial 
means to achieve the objectives were in balance with the outcomes. 
2. Perception about CMC management 
In general, the high degree of professionalism, the expertise and know-how and 
the organizational skills of the CMC management team as a whole were highly 
appreciated by the interviewees. The previous chapters have already shown that 
participants were especially positive about the quality of trainers, the topics 
offered, and the pedagogic methodology. Feedback on the tasks and the links 
between theory and practice received mixed assessments.  
At first glance, the composition of the management team was not questioned. 
Interviewees agreed that the team consisted of very relevant actors in the field of 
social support: from an academic point of view (CIDIN and Context) as well as 
from a policy and subsidizing point of view (NCDO). However, when the 
interviewees were asked in more depth how they perceived the roles of the three 
organizations, a more nuanced image appeared. Table 7.1 compares the real roles 
of the management team (according to the operational plans) with the perceived 
roles (by the interviewees).  
For Context and CIDIN, the perception matched with reality. In addition, both 
organizations were assessed as very skilful and as (academic) specialists in the 
field. This is also illustrated by the fact that a number of participants invited staff 
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of CIDIN or Context to carry out activities for their own organization afterwards 
(e.g., presentations, workshops and evaluations).  
Table 7.1 Real and perceived role of CMC management 
Actor Role Perception 
Context Methodology 
Implementing agency 
Financing agency (2nd phase) 
Perception corresponds with 
real role 
Expert, academic, influential, 
competent 
CIDIN Implementing agency (support) 
Quality control 
Supplier of knowledge and expertise 
Perception corresponds with 
real role. 
Expert, academic, influential, 
competent 
NCDO Financing agency 
Logistic support 
Supplier of knowledge and expertise 
Implementing agency (2nd phase) 
Questions about supplier of 
knowledge and expertise, and 
role a subsiding agency 
The perceptions of the NCDO were more mixed. The main debate was about the 
different roles of the NCDO as subsidizing agency and knowledge centre. 
At the start of the CMC, the management was wary of creating confusion about 
the position of the NCDO within the CMC and the purpose of the CMC. At that 
time the NCDO was one of the main subsidizing agencies for organizations that 
wanted to carry out societal support activities. The management wanted to avoid 
staff of organizations attending the CMC because of subsidizing reasons. For 
instance, organizations might participate in order to increase their opportunities to 
receive funds from the NCDO, or they might even see it as a pre-requisite for 
NCDO subsidies. Hence, the NCDO‟s role was confined to support (i.e., financing 
the CMC and giving logistical support, and providing expertise and knowledge 
where necessary). The responsibility for content development, implementation 
and assessment of participants was divided between the two other organizations. 
In other words, the NCDO was the commissioner of the capacity-building 
programme, while Context and CIDIN were the implementing agencies. In 
chapter 3, we concluded that the majority of participants and their organizations 
followed this logic. Only a very small majority explicitly said that opportunity for 
subsidies was a motivational factor. In the second phase of the CMC, the NCDO 
joined CIDIN and Context as implementing actor. One of the motivations for this 
change was that the NCDO wanted to contribute with its expertise more actively 
to the development of the programme. This also allowed the organization to make 
its role as knowledge centre on societal support more visible. However, the NCDO 
was wary to put itself too much in the spotlight of the CMC, in order to  avoid 
confusion about the different roles of the organization. There is indeed no 
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evidence that in the second phase of the CMC subsidies from the NCDO became a 
more important reason for the participants and their organizations to follow 
activities of the CMC.  
In chapter 2, we mentioned that in 2002 the NCDO took up the additional role of 
knowledge centre on societal support.  
Consequently, the NCDO looked for ways to build the capacities of its staff to take 
up this role effectively. This resulted in the development of the CMC. About one 
fifth of the places were reserved for NCDO personnel. Although it was not 
exclusively directed towards NCDO staff, the high proportion of NCDO 
participants led some other participants in the first phase to believe that the 
NCDO was the main target organization. However, in the following years of the 
CMC, this did not prove to be the case.  
While the necessity for the NCDO to build capacities and knowledge in the field of 
societal support at the beginning of the 2000s was appreciated, a large number of 
interviewees asserted that by the end of the decade, the NCDO‟s role as 
knowledge centre (i.e., producer of knowledge) still has not yet been fully 
developed. These interviewees argued that the NCDO as a knowledge centre 
should have sufficient knowledge in place to carry out a training programme 
itself, instead of outsourcing it to other organizations. As one interviewee from the 
policy field mentioned: „The fact that the course was called the „Context‟ 
Masterclass, instead of the NCDO-MasterClass, already says a lot‟. These remarks 
are also linked with the discussion of the compatibility of the various roles that 
NCDO was playing towards the participating organizations in the CMC. The 
evaluation team concludes that NCDO did not really manage to find the right 
balance between developing in-house expertise, as knowledge centre, and 
outsourcing the content-side of the CMC. This sometimes confirmed the views of 
outside people that NCDO was pre-dominantly acting as a subsidizing agency.  
The large number of NCDO staff participating did have another consequence. 
According to a few of the participants interviewed, it created an imbalance within 
the course. For other participants, however, the participation of NCDO staff 
caused them to change their opinion about the organization. As an illustration of a 
wider argument, one staff member of the NCDO stated to be surprised back then 
by the negative image some participants had about his organization. The negative 
image often referred to the perceived low level of innovation within the 
organization.  Indeed, the CMC seems to have contributed to a better 
understanding and appreciation of the NCDO and its staff members.  
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3. Efficiency 
Our data gathering allowed us to assess certain dimensions of the efficiency of the 
CMC programme from different angles, albeit with reservations because of the 
scope and time of the study.  
Firstly, a selection of interviewees were asked whether they thought the CMC was 
efficiently run. Unfortunately, not all interviewees were able or willing to answer 
this question. The few people (among them managers of NGOs, a guest trainer 
and a policy maker) who claimed to be knowledgeable about the costs of training 
programmes asserted that the CMC‟s budget was not exceptional for capacity-
building programmes that aimed at an entire field of practitioners and managers, 
as well as their organizations.  
The interviewees were also asked for their own judgment about the costs for 
participating in the CMC. The financial contribution of 500 euro (later 600 euro) 
for the training course was not an inhibiting factor for any of the organizations 
interviewed. Except for two organizations we interviewed, unfortunately, we 
cannot make statements about the other non-participating organizations. 
However, the real costs for an organization of the participation in the CMC 
training course should also take into account the invested time, the travel costs 
and materials. In the evaluation of the 2007-2008 CMC, Cordaid calculated its total 
costs during a Social Return on Investment (SROI) workshop of the CMC. The 
analysis concluded that the participation of one staff member in the CMC training 
course of 2007-2008 would have cost the CFO 5 122 euro. In this analysis, the main 
contribution of the CMC for Cordaid was identified as an increase in the number 
of applications by youth organizations for subsidies at Cordaid. This would result 
in a benefit of 29 600 euro. The SROI ratio of the benefits to the costs of CMC 
participation of the Cordaid staff member is thus 5.8: for every euro invested in 
the CMC, Cordaid received 5.8 euro in the long run.  
Secondly, we have a closer look at the cost structure of the CMC. At the end of 
chapter 2 (see table 2.1), the annual budget of the CMC was presented. During the 
first phase (2003-2007) the total budget fluctuated between about 150 000 and 
200 000 euro, while the second and more extensive phase (2007-2010) cost between 
330 000 and 350 000 euro per annum. The rise in budget is explained by the 
rearrangement of activities, and inclusion of new activities (from lectures and 
training to separate lectures, training and workshops) in the programme.  
Perception of CMC management 81 
 
Table 7.2 Cost structure of the CMC 2008-2009 
  Total costs (euro) Proportion (%) 
Honorarium of CMC-management: 223 758 67 
Direct costs lectures and workshops 28 500 9 
Direct costs training 44 000 13 
Print work 17 000 5 
Office costs 11 950 4 
Unforeseen costs 6 500 2 
Total 331 708 100 
According to the CMC management, successful attempts were made to decrease 
the direct costs of the CMC by negotiating prices with guest trainers and logistical 
facilities. There was hardly any room to cut these costs further. The direct costs 
included the rent of the facility, food and drinks, salaries of guest trainers and 
other involved personnel (excluding CMC management) and the boarding and 
lodging facilities. According to other interviewees, the presented direct costs 
correspond with the real requirement for such activities and logistics.  
The largest expense (67%) were the personnel costs of the CMC team. From the 
evolution of the personnel hours over the seven years, it can be concluded that the 
CMC organisers were of the opinion that the quality of the CMC  could not be 
ensured with a (significant) reduction of personnel hours. Although there was a 
slight reduction of senior consultant and consultant resources by the end of each 
period, there was also an increase in assistant hours. We would like to make the 
following observation. After a few years of organising the course, CMC was 
gradually developing its networks and could build on a well-established 
programme with a set of outside resource persons. At the same time, the fact that 
this did not lead to substantial  gains in terms of human resources investments to 
organise the CMC requires some explanation.. The fact that the CMC was each 
year developed as a customised programme, trying to address the changing needs 
of the participants, provides explanation for the intensity of the inputs. Secondly, 
the close monitoring of activities and participants do also explain this intensity. In 
addition, we have to take into account that the second phase of the CMC required 
more financial means than the first phase, because of its larger scope. At the same 
time, it could be argued that there might have been opportunities here and there, 
on the basis of a certain amount of routine in selecting and contacting guest 
trainers, developing the programme, and other operational activities, to decrease 
some of the personnel input over time or to extend into other areas/activities. . 
A third way of approaching the efficiency of the CMC is by looking at how much 
it costs to train one participant. Again, we take 2008-2009 as an example. It is not 
easy to make a clear distinction between the different activities in terms of human 
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and other resources. According to the CMC management, about 50% of non-direct 
costs were used to organize the training courses and 50% for the lectures and 
workshops. Hence, the training course cost about 173 000 euro (i.e., in table 7.2 
half of the salary costs, print work, office costs and unforeseen costs plus the direct 
costs related to the training). This amounts to 17 300 euro per training day. In 2009, 
26 people followed the CMC training. This corresponds with an investment of 
about 6 700 euro per participant (or 670 euro per participant per day of training). 
About 10% is paid by the participant him/herself (the fee of 500 to 600 euro).  A 
similar calculation was done for the other activities. As a hypothesis, we asserted 
that half of the remaining budget (i.e., 79 052 euro) was used for the organization 
of the workshops and the other half for the lectures. This makes 15 810 euro per 
lecture/workshop day (since there were five of these days organized). In total, 
508 people attended the lectures and 98 attended the workshops in 2008-2009. 
Consequently, the CMC‟s investment for one lecture participant amounted to 
156 euro (or 31 euro per person per lecture) and for one workshop participant to 
807 euro (or 161 euro per participant per workshop). The ultimate question 
remains, whether another type of capacity-building programme or initiative could 
have achieved the same results as the CMC with less financial and other means. 
However, within the scope of this study it was not possible to carry out an in-
depth comparative analysis with other capacity-building initiatives.  
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CONCLUSION AND RECOMMENDATIONS 
1. Introduction 
In the conclusion the main results are summarized according to the four main 
groups of research questions (see introductory chapter): relevance, effects, 
efficiency, and perception about CMC management and cooperation. Next, the 
main lessons learned and three main challenges for the future are presented.  
2. Summary of results 
2.1 Relevance 
At the beginning of the 2000s, the Dutch development sector underwent or was 
still experiencing some important changes: new actors entered the field (e.g., 
private initiatives, trade unions, municipal authorities); the governmental and 
non-governmental interest in and debate on DEAR and societal support continued 
to increase; and the main deliverer of subsidies for societal support, the NCDO, 
took up the additional role as knowledge centre. At the same time, theoretical and 
practical gaps existed in the field: for instance what is „societal support‟?; how to 
increase it?; and what for?; how to measure the effects of initiative?  
It can be argued therefore that there was a need for the enhancement of the 
capacities of managers and practitioners in the field. In addition, the emergence of 
new players created a potential demand for organizations to meet and learn from 
each other. From our interviews and websurveys, we conclude that this need was 
perceived not only by the CMC management, but also by the management and 
other staff of development organizations. In other words, the CMC addressed a 
tangible demand within the development sector. Its objectives (i.e., development 
of conceptual knowledge and skills, application of these skills in the organization, 
and stimulating networking and knowledge sharing), corresponded with what the 
development sector was looking for at that moment.  
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Of course, the identification of an existing need and formulating relevant 
objectives to address the need does not mean that the proposed intervention to 
achieve the objectives is relevant for the target group. The data we collected leads 
us to conclude that CMC‟s strategic and methodological approach indeed 
provided a relevant answer. Crucial elements of the programme included: 
– firstly, the pedagogic strategy (i.e., the action-learning cycle) started from the 
learning wishes and expertise of the participants themselves. This ensured that 
the topics dealt with in the course were relevant to the participants. 
Throughout the entire programme, emphasis was put on the links between 
theory and practice – although in the report we have shown that this was not 
always successful; 
– secondly, the CMC focused to a great extent on the conceptual development of 
„societal support‟. Various participants expressed their appreciation of this 
element of the course, since it clarified a lot of issues in their work; 
– thirdly, the CMC stimulated the participants to reflect on the position, role and 
mission of their own organization and work. Although, most participants did 
not enter the CMC for this reason, the data (see chapter 4 and 5) have 
demonstrated that in retrospect many found that this was very useful for their 
work; 
– fourthly, the CMC tackled to some extent the need for external expertise and 
insights about societal support. However, here the relevance could have been 
greater if  expertise from developing countries or from other sectors (e.g. 
corporate sector) had been offered; 
– fifthly, the mix of activities (training, lectures and workshops) especially in 
later years, shows that the CMC tried to take into account the diverging 
interests and time constraints of the actors. Nevertheless, at the end the 
activities failed to offer a relevant and practical answer to challenges in other 
sectors (for instance ,the business sector), as the outreach analysis has shown 
(see chapter 3). 
On the other hand, the CMC‟s relevance for its target groups was inhibited in 
some cases by a number of factors, which either fall beyond the scope of the 
programme, or were not fully considered in the design of the programme: 
– the most important factor refers to the organizational culture and context as 
well as the knowledge-sharing practice within the participants‟ own 
organizations. Participants who were not supported by their own 
management, or had to focus on different issues in their work, or had to 
operate in an environment that was not conducive for the application or 
sharing of learned material, had great difficulties using the CMC insights 
effectively; 
– next, it proved to be a challenge to maintain the initial broad relevance of the 
course over time for all the different target groups of the CMC.  . In the report, 
there are testimonies of staff of governmental or international organizations for 
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whom the CMC appeared to be less relevant, because the nature of their work 
had evolved or they were hoping for more specialised inputs; 
– for one of the CMC‟s main target groups – managers and experienced staff – 
the CMC had less attraction over time. This might be explained by the fact that 
a significant number of people at management level were trained, which had 
consequences for the size of the people that still required training after some 
time. There are, however, also indications that the course was, gradually, 
perceived by this level to be less relevant for them and more geared towards 
operational/less experienced staff. ; 
– lastly, policy factors, such as the subsidy context, were identified as important 
factors that determine what practical skills participants need at a given time. 
Sometimes this subsidy context impedes participants from applying what they 
had learned and rendering the learned material irrelevant. However, the target 
group-oriented approaches offered by the CMC did help participants in 
defining whom they had to reach and why.  
2.2 Effects 
From the analysis in chapter 3, we can conclude that in terms of output the CMC 
has been very effective. In its seven years of existence, the CMC has achieved its 
tangible objectives: number of participants to the different activities, organization 
of these activities, establishment of a website, and the production of a handbook.  
The outcome of the CMC can be considered positive, with some reservations 
regarding organizational effects. Outcome effects were intended at three levels: 
the individual, the organizational and the interorganizational or systems level. 
However, only the individual and to a lesser extent the interorganizational levels 
were made explicit in the operational plans. 
Individual effects 
Arguably, the main effect at the individual level was the provision of theoretical 
and conceptual insights and the stimulus to reflect about one‟s own role and 
mission as well of that of the organization. At the beginning of the CMC, societal 
support was a concept which lacked theoretical background. Many of the 
participants struggled with the definition and purpose of strengthening societal 
support. The CMC has provided answers to these dilemmas. The programme 
questioned the links between knowledge, attitude and behaviour, put the issue in 
a broader framework that went beyond development cooperation alone, and 
raised new insights about the overall objective of social support activities (for 
instance, a move away from raising societal support for a specific policy or fund-
raising towards the debate on global citizenship). In addition, the participants 
were given opportunities (for instance, reflective papers, and dialogue with other 
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participants) to rethink their own position and that of their organization in this 
field, and question their own (organization‟s) long established assumptions. It is 
especially this feature of the CMC that seems to have had a very sustainable effect 
on the participants, because it changed (to a certain extent) their ways of thinking, 
which they were able to apply in their work. 
Other skills and capacities are less straightforward to pinpoint. Several practical 
tools and methods were certainly new and useful for a large group of participants. 
Examples include target group-oriented approaches and measuring effects and –
 more generally – ways to develop a project or a proposal. For other skills and 
tools offered, however, the direct application is less clear. 
The reasons participants did or did not apply the material and insights of the 
CMC can be divided into two groups: factors internal and external to the CMC: 
– the first four conducive factors discussed in the former section on relevance 
(i.e. pedagogic strategy, conceptual development focus, attention for self-
reflection, and external expertise) are also valid for the individual effects. We 
emphasize here again the importance of the pedagogic strategy. It stressed the 
identification of learning wishes and the link between theory and practice. This 
allowed participants to insert their own experience and work in the course and 
afterwards apply the new knowledge to improve these activities. Some tasks 
were even directly aimed at the application of new insights (such as reflective 
papers); 
– the external factors relate to the organizational culture and the support of the 
management. Here again, we refer to the hindering factors identified in the 
section on relevance. We elaborate on the organizational and managerial issues 
in the next section.  
 Organizational effects 
Organizational effects are less evident than individual outcomes. Again, as is main 
contribution the CMC stimulated and enabled a large number of participants to 
challenge the position and approach regarding societal support of their own 
organization. In some instances it even resulted in a change of focus of the 
organization. However, we have identified important bottlenecks that have 
impeded organizational learning (see chapter 5).  
For organizational learning to take place, participants should have a clear reason 
and motive, the means and the opportunity to apply their knowledge and skills 
and to make a contribution at the organizational level. Although the CMC 
provided the means to learn about societal support in relation to the organization, 
the managerial and organizational culture in many cases did not present 
opportunities to apply these at the organizational level. More specifically, the 
following factors were identified in chapter 5: 
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– absence of pro-active and supportive leadership, as well as a lack of interest of 
the management to engage in organizational learning; 
– absence of a strategy on organizational learning within the organization; 
– absence of effective knowledge sharing and management systems; 
– limited resources to apply the learned material (for instance, time constraints); 
– staff turn-over. 
The CMC tried to mediate these challenges by targeting managerial and 
experienced staff directly as participants, on the one hand, and encouraging more 
participants of individual organizations to follow the course, on the other. 
Although in the beginning managers participated in the CMC, in the second phase 
the results were less positive (although this is partly explained by the fact that 
large number of manager had already followed the CMC in previous years). This 
explains, partly, why the lessons of the CMC were not always taken up by the 
management. In order to have a greater and more sustainable effect on the 
organizations‟ development, we argue that a capacity-building programme should 
take a more focused and explicit approach that addresses these abovementioned 
bottlenecks.  
Interorganizational and systems effects 
Encouraging NGOs and other actors to cooperate and share information is one of 
the main challenges within the field of societal support. The CMC tried to 
establish a community of practice, but it is highly debatable whether it succeeded. 
In essence, the CMC managed to stimulate participating staff members to learn 
about other organizations‟ objectives, approaches and activities. Moreover, there is 
sufficient evidence that some individuals continued to share information with 
each other and that specific projects have been proposed. On the other hand, it 
would not be correct to label these informal interactions as real communities of 
practice. For this, the interaction was not intensive enough and often slowed down 
significantly after the training, there were no real signs of a real shared 
understanding and practice, and it was difficult to find examples of specific 
outputs that resulted from the interaction.  
At the policy level, the CMC‟s influences are not easy to determine. Most 
probably, it contributed to the theoretical debate in the Netherlands and helped to 
frame the issue. In addition, the handbook „Wereldburgerschap. Handreikingen 
voor vergroten van betrokkenheid bij mondiale vraagstukken‟ has become one of 
the reference works on societal support. At the international level, we have 
gathered testimonies that the CMC has acted as an example for similar initiatives 
in Finland, Austria, Ireland and Belgium.  
Despite the efforts of the CMC to bring people together and to encourage them to 
work on joint tasks, the obstacles to bringing about change on a supra-
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organizational level are considerable. The organizational culture is again the main 
factor. Besides the already mentioned elements (see individual and organizational 
effects), we emphasize that organizations tend to work in isolation, because of 
their mission, interests and means. Moreover, they tend to look at each other as 
competitors for limited funds. In this context the CMC has been praised for being 
able to change the view of the participants of each other: from competitors to 
partners.  
2.3 Efficiency 
The CMC achieved its tangible objectives (output) and had important individual, 
and more nuanced organizational and interorganizational outcomes. To obtain 
these results, the CMC necessitated an investment of about 150 000 to 200 000 euro 
(in the first phase) and between 330 000 and 350 000 (in the second phase). More 
than half of this budget was used for personnel costs of the CMC management, 
and the rest for direct, office and other costs. The efficiency question asks whether 
the CMC or another initiative could have achieved the same results with a lower 
investment. Although within the scope of this study it was not possible to carry 
out an in-depth comparative analysis with other capacity-building initiatives, we 
observed that the human resource investments did not significantly decrease over 
time. This is explained by the customised approach, and the active monitoring and 
follow-up of  the programme and participants. Still, it may be argued that the 
programme could have achieved some gains from the fact that it had gradually 
developed a wide network of resource persons and lots of experience in the 
development of the content and approach.  
2.4 Perception about CMC management 
In general, the team behind the CMC – the NCDO, Context and CIDIN – received 
a praise for the way they organized the CMC. In particular, their professionalism,  
expertise and know-how, and organizational skills were mentioned. Especially 
Context and CIDIN were praised for their expertise and academic background.  
The perception of the NCDO was more nuanced, although the CMC managed to 
improve the image of the organization with other actors. The main debate revolves 
around the role of the NCDO in the CMC.  
The debate focuses on the one hand, on the double role of subsidizing and 
implementing agency. The NCDO was one of the main funders of societal support 
activities and organizations, but at the same time it offered a capacity-building 
programme on the issue. There was a risk, therefore, that participant organizations 
would regard attendance at the CMC as a pre-requisite for a successful application 
for funding from the NCDO. In reality there is little evidence that this was indeed 
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the case, but it brings an important potential risk to the surface that has to be taken 
into account for future capacity-building programmes.  
On the other hand, the role of the NCDO as a knowledge centre and thus 
knowledge provider was the subject of discussion. The question was raised 
whether the NCDO itself should offer such a capacity-building programme for the 
development sector and other actors, instead of looking for expertise elsewhere. 
Although the NCDO has indeed engaged itself more actively in the development 
of the programme in the second phase of the CMC, for many participants and 
other interviewees, this involvement was not obvious. This can partly be 
explained by the wariness of the NCDO too be too prominently present in the 
implementation of the programme in order to avoid confusion about the different 
roles of the CMC. 
3. Challenges 
The CMC ran from 2003 but will cease to exist in 2011. This study has shown that 
the capacity-building programme was able not only to provide skills and 
knowledge to the individual participants, but also to generate some effects at the 
organizational and interorganizational level. In this final section, we will look to 
the future. What lessons can be learned from the seven-year experience of the 
CMC? How can future programmes build on these experiences and how could the 
effectiveness be improved even further? 
3.1 Lessons learned 
The CMC has taught the evaluation team some lessons, that may inspire other 
capacity-building initiatives. We identified the following characteristics that were 
key for the positive outcomes of the CMC: 
– identifying the learning wishes of participants ensures the relevance of the 
programme for participants; 
– a pedagogic model that focuses on the experiences of participants. This might 
be – as was the case for the CMC – the action-learning cycle (or experiential 
learning cycle). This model (1) takes the expertise and working experiences of 
participants as a starting point; (2) stimulates participants to reflect on their 
own actions and their outcomes; (3) contextualizes this experiences in a 
broader theoretical framework and provides tools for improvement; (4) 
concentrates on applying the new knowledge in new actions; 
– individual and group assignments that enable participants to put the learned 
material into practice, to encounter and collaborate with other organizations, 
and to use the results in their own work; 
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– a clear delineation of target groups and an intensive selection procedure in 
order to ensure a good mix of participants with a similar level of expertise. It is 
important to ensure continuously the relevance of the material for each of these 
groups and to make explicit which groups the programme is targeting. The 
CMC management attached a great deal of importance and effort to this point, 
but even so there was still confusion among certain policy makers and 
participants about the target groups: managers or operational personnel, 
communicators/campaigners or development education specialists or all of 
these; 
– a mix of activities or initiatives which take into account the practical constraints 
and wishes of different target groups. For instance, the CMC used a mix of 
lectures, workshops and a more intensive training programme; 
– the continuity of the capacity-building programme. The seven-year period and 
the annual repetition of the activities enabled the CMC to build on previous 
experiences and to extend the network of participating organizations; 
– close and continuous monitoring and evaluation. The CMC used a mix of 
different evaluation methods at different moments in the course, and made 
changes in the programme based on the result of these; 
– making use of external specialized expertise, from sectors of disciplines other 
than international cooperation; 
– providing opportunities to share the new insights of the programme with a 
broader public, for instance, via a website or a handbook containing the 
proceedings; 
– sufficient means to set up and implement the programme; 
The experience of the CMC has also provided us with some challenges for 
capacity building initiatives. In the remainder of this section we will single out 
three. These have to do with the organizational or managerial culture.   
3.2 Addressing the changing policy context and the evolution in focus from 
societal support to global citizenship 
At the beginning of the CMC, the Dutch policy and societal context was very 
conducive for societal support activities and, consequently, for capacity building 
initiatives on this issue. In 2010, this context has changed significantly. The 
governmental budget for development cooperation and for the strengthening of 
societal support has decreased considerably; „societal support‟ as such has become 
a controversial word and there is a move towards the use of „citizenship‟; the 
Dutch political context has become less favourable for the development sector as a 
whole.  
Does this imply that there is no longer a need for a capacity-building initiative on 
societal support? From our interviews and surveys we cannot draw this 
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conclusion. On the contrary, within the development sector there is still a 
willingness to incorporate and learn about new skills and insights. However, the 
focus has changed. The issues that we raise underneath have already been, in 
varying degree, on the agenda of the CMC programme, but we feel it is important 
to line them up in the context of an external environment that questions the 
relevance of societal support for development cooperation. 
Firstly, the changing political and societal context has brought about a need for 
political strategic tools and methods, instead of merely operational ones. The 
political support for international development has decreased in recent years. 
How to put international solidarity and sustainable development on the political 
agenda is one of the key questions that needs to be answered.  
Secondly, in the Netherlands the debate on societal support has moved towards a 
discussion on „citizenship‟. In summary, there has been first an evolution from 
merely strengthening the societal support for specific measures or policy 
regarding development cooperation, towards strengthening the societal support 
for development and international solidarity. In the latter, the object of social 
support was put in question: why does societal support need to be strengthened? 
This evolution was paralleled by a better understanding of the composition of 
societal support. Consequently there was an increased focus on influencing 
attitudes and especially behaviour, while the provision of information and 
knowledge as means to increase societal support was abandoned to certain extent.  
In the last five years, the debate has moved away from strengthening societal 
support towards reinforcing citizenship. This has opened up a whole new range of 
models, tools and theories linked to development education and global learning or 
global citizenship. In the Dutch context, development education is a separate field 
of expertise (although practitioners are employed in the same organizations as 
campaigners and communicators) and subject to separate training courses and 
debates. Also the thinking about this field has evolved in recent years. While, for 
instance, development education was formerly addressed in the context of 
educational systems (in particular schools), nowadays development education 
also focuses on other population groups and actors. Development education has 
been opened up to other sectors. International solidarity or development 
cooperation is no longer the central focus of this field. It has broadened its focus to 
sustainable development, migration issues, democracy, environment, culture and 
so on. This opening up is illustrated by the fact that „development education‟ is 
steadily being replaced by other concepts such as „global education‟, „global 
learning‟ or „Global citizenship education‟.  
The publication “van draagvlak naar mondiaal burgerschap” in which the 
CMC-team has analyzed the 7 year evolution within the content of the 
understanding and approach of „societal support‟ in the CMC, confirms this 
analysis. It also elucidates that the CMC-team has been closely following the 
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evolutions within the sector and the conceptual development (as well as of course 
contributing itself to these discussions). Our conclusions are thus in line with the 
insights that the CMC-team has already, i.e. that capacity building initiatives 
should not solely focus on societal support, but should bridge the gap with 
theories and practices of the field of global education. 
Thirdly, there is still a tangible demand within the sector for specific and profound 
knowledge on particular issues. One of the most important of these, is the 
measurement of the  effects of societal support (or global citizenship) activities. On 
the one hand, the policy and subsidy context has stimulated this demand. Funding 
bodies require clear proofs of the effects that activities they subsidize may have. 
However, subsidizers as well as applicants still struggle with the question of how 
to determine effects and develop effective measurement methods. On the other 
hand, there is genuine interest within the development and global education 
sector to learn more about effective measurement tools. 
3.3 Introduction of new expertise and forms of collaboration 
The CMC has been able to reach out to the development sector and organizations 
and individuals specializing in societal support for international development, but 
has failed to a large degree to attract actors from other fields. Examples include 
businesses, cultural organizations and health organizations. Still, within these and 
other fields initiatives are being developed to strengthen the societal support for a 
certain issue, or to try to change attitudes and behaviour (e.g. aids/hiv awareness 
campaigns, campaigns to encourage people to recycle waste, anti-racism 
initiatives).  
On the one hand, there is arguably an interest within these sectors to learn from 
experience and expertise of other fields, including the development sector. On the 
other hand, the experiences and knowledge from the former can enrich the theory 
and practice of the latter. The CMC approached the first challenge by inviting 
actors from other sectors to attend its activities, while the second challenge was 
tackled by employing experts from other fields to present their material in the 
CMC.  
To bridge the gap between the different fields of discipline we suggest the 
following avenues. „If Mohammed cannot go the mountain, let the mountain come 
to Mohammed‟ is the guiding principle of the first suggestion. From our 
interviews with a range of stakeholders the picture emerges that one of the 
reasons why other actors from other fields did not attend the CMC is the 
(perceived) limited relevance of the CMC for them, the limited adaptation to the 
practices and ways of working within these sectors, insufficient links and 
embeddedness within the other sectors and restricted use (or knowledge) of 
existing platforms, training programmes, umbrella institutions and learning 
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procedures. Hence, future capacity building covering a broad array of actors or 
actors beyond the development sector initiatives may be more effective if they are 
developed and implemented in partnership with specialized stakeholders of the 
targeted sectors, and should be embedded within their practice and procedures. 
In addition, there is a need for opportunities to encounter actors from different 
sectors that are working on similar issues (such as societal support). These can be 
brought together in focused discussion on particular challenges that are relevant 
for all sectors involved. Again here, partnerships with institutions of other sectors 
are necessary. 
So far, the suggestions have focused on Dutch actors. However, insights from 
and debates with stakeholders from developing countries, should be an integral 
part of capacity-building programmes on global citizenship or societal support. At 
least, this is needed because the population in the developing world is one – if not 
the – ultimate target group of development initiatives.  
3.4 Towards a systemic effect at the organizational level 
The final challenge relates to organizational learning. The CMC adopted an 
approach that aimed explicitly at developing the knowledge and skills of 
individuals. The set up of the programme included measures (e.g. group tasks, 
managers as target group, different participants of the same organization) that 
aimed (implicitly in the operational plan) at moving the individual effects to the 
broader organizational level. As discussed earlier in this chapter, the CMC was 
able to present some organizational effects, but structural organizational change 
was less evident.  
In order to have a profound and lasting effect within organizations, we suggest 
that capacity-building initiatives explicitly target organizational learning. This 
learning can be geared towards the strengthening of different 
capacities/capabilities of societal support organisations and other stakeholders, 
but especially their capacity to renew and adapt is strategic in our times. This 
implies focusing on the motives, means and opportunities for organizational 
learning to take place (see chapter 5). In turn, these necessitate interventions that 
deal with pro-active leadership in organizational culture. It requires, amongst 
other things, organizations to identify organizational learning as a strategic goal, 
and to mainstream it in the organizations planning and monitoring cycle and to 
invest in knowledge sharing and management strategies and infrastructure. 
Consequently, the implication of the managerial and decision making levels of 
organizations themselves is required.  
In particular, capacity-building initiatives in organizational learning can take the 
form of specific trajectories for organizations, assisted by specialized personnel. 
This would turn the capacity-building initiative from a human resource 
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development into an organizational learning programme, i.e., instead of a 
programme aimed at individuals it would be a trajectory of change for 
organizations. During these trajectories, the different aspects of organizational 
learning can be dealt with. Formal training sessions would be replaced (or 
supplemented) by personalized support through mentoring and coaching. This 
would imply active engagement of management instead of passive support.  
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Annex 1 /  Terms of reference 
EFFECT STUDY CONTEXT MASTERCLASS  
Terms of Reference  
1 April 2010  
Marije van Gent, adviseur Beleid en Evaluatie, NCDO  
Background 
The Context MasterClass „strengthening of public support‟ (CMC) is an annual 
training trajectory for organizations in the field of international cooperation and 
sustainable development and has been running yearly since 2003. The masterclass 
exists of an exclusive training program with around 25 participants each year, a 
Context MasterClass Lecture once every two months for staff members of Dutch 
(development) organizations (around 80 participants) and attached to these 
lectures an optional workshop for interested participants to delve deeper into the 
topic of the lecture.1 The CMC is a co-production between the National Committee 
for International Cooperation and Sustainable Development (NCDO), Context, 
international cooperation and the Centre for International Development Issues 
Nijmegen (CIDIN). NCDO is the main sponsor of the program, Context 
international cooperation is responsible for the design of the training, the 
organization and execution of the program and CIDIN gives input for the content 
of the program and is responsible for the certification of the training program. 
The main goal of the CMC is to contribute to a further professionalization of 
methods on strengthening of public support with regard to international 
development for employees of NGOs and government. The three involved stake 
holders would like to know up to what extent the masterclass is effective in 
achieving this goal, and are therefore requesting an effect study.  
There are 5 sub goals mentioned in the project plan 2009-2010 of the CMC:  
– stimulate to deepen the concept of public support; 
– enhancing the knowledge of strengthening of public support; 
– enhancing knowledge, competences and skills of methods for strengthening of 
public support; 
– enhancing skills and possibilities to translate that knowledge in result driven 
working; 
– expand and reinforce the community of practice in the Netherlands. 
Reasons for the evaluation 
In June 2010 the current MasterClass program 2007-2010 will be finished. The 
three involved stakeholders would like to get a better idea of the results and 
effects of the program. The costs of running the program are extensive 
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(approximately 250 000 euro, mainly carried by NCDO)3 and can only be justified if 
the total effect of the program is positive. In addition the 7 years of CMC offer 
valuable information that can contribute to learning about the design and 
implementation of such training trajectories and about capacity enhancement in 
general. For in the past the CMC contained only the training program and the 
lectures. Since 2007 the workshops have been added to the concept. As a higher 
educational institution, CIDIN checks all final papers on quality and hands out the 
certificate to participants. In the last years the trainees pay a small financial 
contribution of 600 euro a year to enter the program. The public lecture and 
workshops are freely accessible. Since 2007, the CMC is organized as a 
coproduction, which means Context contributes 25% of the total budget.  
These reasons, impartial research organizations are asked to bring out a tender for 
an effect study for the CMC program. The findings of the evaluation will be used 
for accountability towards amongst others the ministry of Foreign Affairs (who 
subsidizes NCDO), but should also be a means for the stakeholders to learn how 
the program could possibly be improved.  
Values during the evaluation process  
The three involved organizations, NCDO, Context International Cooperation and 
CIDIN believe in enhancing our own capacity through the process of evaluation. 
Although we ask an external organization to evaluate the CMC, we would like to 
be closely engaged in the evaluation process in order to learn as much as possible. 
We invite the research organization to suggest suitable ways during the evaluation 
to include us.  
Research questions  
The overall aim for this study is to get a better idea of the results and the effects of 
the program. The following research questions should be answered by the study:  
– Up to what extent did the CMC achieve its main goal over the last 7 years in 
contributing to capacity enhancement with regard to (methods of) 
strengthening public support? In other words: is with the help of the CMC the 
field further professionalized in methods of strengthening of public support? 
Why or why not?  
– a. Have participants gained knowledge about (methods) of strengthening of 
public support?  
– b. Is the knowledge that participants gain, sustainable?  
– c. Is the knowledge that participants gain still relevant after a few years?  
– d. Do participants apply the knowledge in their work (and how)?  
– e. Do participants develop skills during the program?  
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– f. Have they applied these skills in their work (and how)?  
– g. How does management of these participants recognize the applied 
knowledge and skills?  
– h. Did the CMC contribute to relevant changes within participating 
organizations (especially when more than one person participated)? Are 
knowledge and skills about (methods) of strengthening of public support 
anchored within organizations?  
– i. Is a community of practice developed due to the program?  
– j. Does this community of practice support the participants and in what 
way?  
– k. Do the gained knowledge and skills and the formed community of 
practice contribute to relevant changes in the field of public support? Are 
the ways of gaining public support more professionalized due to this 
knowledge/skills/community?  
– Are there any unforeseen effects (whether positive or negative)?  
– Up to what extent has the CMC been run efficiently, are the financial means to 
reach the goal in balance with the outcomes (does it give value for money)? 
Why or why not?  
– Up to what extent is the CMC relevant in the context in which it operates, does 
it fulfil a need? What is the added value of CMC in regards with other capacity 
enhancement possibilities in this area?  
– How does the field perceive the CMC and how do they judge the cooperation 
between the three stakeholders?  
– What can be learned from the 7 years experience of the training trajectory of 
the CMC about capacity enhancement related to strengthening public support?  
The scope of the evaluation: 
– activities that are being evaluated: the CMC intensive training program, the 
Masterclass Lectures and workshops; 
– time period that is covered by the evaluation or review: 2003-2010; 
– geographical focus: the Netherlands; 
– target groups: staff members of Dutch (development) organizations, the 
organizations, the field in its total. 
Methodology  
We would like to inform the researchers that in the last years, a lot of evaluation 
material has been gathered that can be used for this study as well. Each year, 
extensive reviews of the CMC (in Dutch) have been conducted by Context 
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International Cooperation with mainly qualitative sources. Included with this ToR 
under additional sources is an overview of available material and an example of 
the last review of the CMC 2008-2009.  
We realise that several issues will arise when designing a methodology in order to 
answer the research questions. With regards to research question 1, there is no ex-
ante measurement of the extent of professionalization of „the field‟ before the 
Masterclass started, nor is there a proper control group. Therefore, the challenge 
lies with the research organization to come up with a research design that can 
track changes in the field and to make it as likely as possible that these can be 
attributed to the CMC. With regards to research question 2, there is no financial 
standard where one can hold the CMC against, in order to judge if the CMC is 
efficient. Here too, it is up to the creativity of the researchers to see if they think if 
it is possible to answer this question in a solid way.  
We have some suggestions for several target groups that can be included in the 
study, but are open for other ideas from the researchers:  
– 3 involved stakeholders NCDO, CIDIN and context; 
– trainees from all years; 
– participants of lectures/workshops; 
– management of trainees/participants: do they notice differences; 
– organizations in the field that have not participated at all in the CMC. 
The specifics of the methods to be used during the evaluation will be decided 
upon in consultation with the consultant. Suggestions about the methodology are 
highly welcomed in the proposal. However the following guiding principles are 
deemed important:  
– a combination of qualitative and quantitative sources;  
– triangulation (to safeguard the validity of the study); 
– a clear description of the model of analysis by which the researchers will 
determine if the CMC has been successful; 
– an explorative approach (which allows space for unintended and unexpected 
results and lessons learned which can be relevant for follow-up and future 
directions);  
– enabling a learning perspective (as explained above, the learning of the three 
involved organizations should be safeguarded during the evaluation process). 
Research process 
In your tender we expect a detailed description of all steps in the research process, 
including a time table. The following steps should be included:  
– a meeting at the start of the study with the steering committee (see below); 
– a discussion with the steering committee concerning the draft version of the 
report. 
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We realise that the summer term could complicate the fieldwork, so we will leave 
it up to research team to make a realistic time frame. The effect study should be 
completed before 1 October 2010.  
Result and products  
We expect a report in English, with an analysis of the findings, a description of the 
results, with conclusions and recommendations, lessons learned and 
methodological framework. We prefer a concise report of 30 pages (excluding 
annexes), that gives answers to the research questions.  
Profile of the Evaluation Team  
In your tender we would like to receive relevant information about the expertise 
of the team of researchers that will execute the study. Define the structure of the 
team, including roles and responsibilities. The study will be carried out by an 
external research company/consultant who will be selected by the steering 
committee. In view of the objectives of the study it would be considered a pro if 
the researchers have the following competencies:  
– experience in conducting effect studies and evaluations; 
– knowledge of policies, practice and research in the field of strengthening 
public support for international cooperation in the Netherlands;  
– excellent analytical and report writing skills (we would like to receive an 
example of an earlier report in English). 
Criteria to assess the tenders 
While judging the tenders we will pay attention to all aspects that are mentioned 
in this ToR but more in specifically: 
– quality of research design; 
– experience of the research team and their CV‟s; 
– price. 
Steering committee and steering board 
We have appointed a steering committee with representatives of NCDO, Context 
international cooperation and CIDIN. They will follow the study in close detail. 
NCDO will chair the steering committee and will be the first point of contact for 
the research team. The research team carries the responsibility for the report and 
can claim an independent position from the steering committee.  
Furthermore, we have asked some prominent international experts to give advice 
with regards to the content of the study, a so called steering board. Their role is to 
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give feedback on the research design and the (draft version of the) report. The 
board will give their input directly to the steering committee (and not to the 
research team) with NCDO as facilitator. The exact composition of the steering 
board will be known in April.  
Assessment of tenders 
Tenders need to be handed in at the latest on the 19th of April 2010 11.00 to Marije 
van Gent, Advisor Evaluation and Policy, NCDO on the email address 
m.v.gent@ncdo.nl. We would also like to receive a paper version by mail to 
NCDO, afdeling Beleid, Evaluatie en Onderzoek, t.a.v. Marije. van Gent Postbus 
94020 1090 GA Amsterdam. 
For any questions regarding this Terms of Reverences you can contact Marije van 
Gent at 020 568 2117 or by email at m.v.gent@ncdo.nl.  
When necessary we will ask for additional information or complimentary 
questions concerning your tender. The final decision who will be contracted will 
be made clear before the 1st of May 2010.  
Additional sources  
To receive more information about the three stakeholders, please visit our 
websites at http://www.ncdo.nl, http://www.developmenttraining.org and 
http://www.cidin.nl. 
To get a better idea of the Context Masterclass we refer to the website 
www.contextmasterclass.nl. 
Underneath, a list with relevant material concerning the CMC:  
– evaluations are available of all the meetings (both lectures and trainings) being 
conducted within the CMC from 2005 onwards. For the first two years 
evaluations are available of almost all the meetings;  
– information is available on participants of training program and lectures 
(organization, how often people visit et cetera) from 2005 onwards;  
– project plan for each year;  
– voortgangsverslag Context MasterClass Draagvlakversterking Period May 
2003-January 2004: 5 February 2004; 
– final report (eindrapportage) Context MasterClass Draagvlakversterking 2004-
2005: 11 July 2005;  
– final report Context MasterClass Draagvlakversterking 2005-2006: 31 January 
2007;  
– final report Context MasterClass Draagvlakversterking 2006-2007: 20 August 
2007;  
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– final report Context MasterClass Draagvlakversterking 2007-2008:; 28 July 
2008;  
– final report Context MasterClass Draagvlakversterking 2008-2009; 20 August 
2009;  
– context MasterClass Draagvlakversterking evaluation (eindevaluatie) jaargang 
2007-2008; 
– needs analysis in light of the Context MasterClass 2007-2010;  
– http://www.contextmasterclass.nl (where reports of all the lectures of the 7 
years of CMC are included, as is relevant background material on 
strengthening public support;  
– Fons van der Velden (red.), Wereldburgerschap; Handreikingen voor het 
vergroten van betrokkenheid bij mondiale vraagstukken, Van Gorcum (Assen), 
2007.  
In annex I we have enclosed an example of the last review of the Masterclass, de 
eindrapportage Context MasterClass Draagvlakversterking 2008-2009. 
 
 
 
  
Annex 2 /  List of people interviewed 
 
Type of actor Year of 
participation in 
CMC training 
Name6 Organization Function 
CMC management  Sara Kinsbergen CIDIN Researcher 
  Lau Schulpen CIDIN Researcher and lecturer 
  Marieke Hart Context international cooperation Consultant 
  Fons van der Velden Context international cooperation Director 
  Peggy Van Schijndel NCDO Manager policy, evaluation and research  
Policy makers  Bram Van Ojik Ministry of Foreign Affairs (Directie 
Sociale Ontwikkeling) 
Director 
 2003-2004 Rolf Wijnstra Ministry of Foreign Affairs (Dienst 
voorlichting – cluster international 
samenwerking)  
Senior communication advisor 
Experts  Liam Wegimont Global Education network Europe 
(GENE) 
Director 
Guest trainers  Mike Brantjes EMBAE Director 
  Peter van Vendeloo Tabula Rasa Partner 
Non-participating 
organizations 
 Linda Muskens Wilde Ganzen Sr Relation manager private initiatives 
  Margreet van der Pijl 1% Club Project manager 
Participants 2007-2008 Michel Groenenstijn Be More Director 
 2007-2008 Erika Frey Cordaid Coordinator of volunteers 
 2005-2006 Moniek Kamm COS Gelderland Policy associate 
 2003-2004 Fokje Bosma COS Nederland Policy associatie 
 2009-2010 Lidewij Disbergen COS Overijssel Project coordinator 
 2008-2009 Mario van de Luijtgaarden FNV mondiaal Policy advisor 
 2007-2008 Folkert Rinkema Frivista Creative Director 
 2005-2006 Marianne van der Pol HIVOS Responsible for LINKIS HIVOS 
 
                                                 
6  The names marked with an (*) participated in focus group interviews with the other members of their own organization. 
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 2008-2009 Helma Maas IKV/Pax Christi Communication advisor 
 2004-2005 Erika Spill Landelijke Vereniging van 
Wereldwinkels 
Head of projects 
 2006-2007 Marjolein Diks Ministry of Foreign Affairs 
(Publieksdiplomatie) 
Policy associate 
 2007-2008 Karin Muller Music Mayday Director 
 2004-2005 Nienke Nuyens Nederlands Jeugd Instituut (and 
formerly employed at Wemos) 
Communication advisor 
 2008-2009 Sander Laban Partos (communication department) Policy associate 
 2004-2005 Rachel Castermans Provincie Maastricht Formerly 
employed at Evert Vermeer Stichting) 
Senior advisor public affairs 
 2009-2010 Onno Yska Vluchtelingenwerk Nederland Sr advisor corporate communication 
 2004-2005 Bart Monnens* 
 
Oxfam Novib Head popular campaigning 
 2006-2007 Jojanneke Hendriks* Oxfam Novib Campaigner 
 Lecture 2009-
2010 
David Renkema* Stichting Oikos Director ad interim 
 2003-2004 Ingeberte Uitslag* Stichting Oikos Global education and DPC trainer 
 2009-2010 Anne-Katrien Denissen* NCDO Advisor new media 
 2005-2006 Tessa Kokken* 
 
NCDO Programme associate Sport & 
Development cooperation 
 2008-2009 Gabi Spits* NCDO Project associate Worldconnectors 
 2003-2004 Judith Kilsdonk* NCDO Program associate communication 
 2006-2007 Jeroen van der Zant* NCDO Programme associate education 
 2009-2010 Maarten Sitvast* NCDO Project associate POB 
 2008-2009 Joram van Donk* NCDO Project associate Politics 
 2005-2006 Kari Postma* NCDO Project associate communication 
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Annex 3 /  Interview guides 
 
 
 
  
1. Interviewgids deelnemers aan CMC 
Evaluation level Label Evaluation information Questions 
Name N Naam van de deelnemer Wat is uw naam? 
Involvement 
CMC 
 
 
A1 Jaar van deelname aan CMC training In welk jaar nam u deel aan de CMC training? 
A2 Certificaat Behaalde u een certificaat? Indien nee, waarom niet 
A3 Onderwerp van eindwerk Wat was de titel of het onderwerp van uw eindwerk?  
A4 Motivatie onderwerp eindwerk Waarom hebt u dit onderwerp gekozen? 
A5 Andere betrokkenheid bij CMC Hebt u deelgenomen aan andere activiteiten georganiseerd door CMC (bv.: 
werkateliers, lezingen)? Zo ja, de welke? 
Was u nog op een andere wijze betrokken bij CMC (bv.: gastrainer, evaluator, …) 
A6 Motivatie deelname CMC Waarom hebt u deelgenomen aan de CMC? Hoe hebt u informatie over CMC 
gekregen? Wie nam het initiatief om u in te schrijven? 
Involvement 
participant in 
DEAR 
B1 Naam van de organisaties en functies Voor welke organisaties hebt u gewerkt en welke functies vervulde u in deze 
organisaties in de periode tussen uw deelname aan de CMC en nu? 
B2 Draagvlakactiviteiten organisaties Op welke wijze is (zijn) deze organisatie(s) betrokken bij draagvlakversterking? 
B3 Professionele draagvlakactiviteiten 
deelnemer 
Op welke wijze bent/was uzelf betrokken bij de opstelling of uitvoering van 
draagvlakversterkende activiteiten? Gelieve deze activiteiten in detail te beschrijven. 
B4 Andere draagvlakactiviteiten deelnemer Bent u nog op een andere wijze betrokken (geweest) bij draagvlakversterkende 
activiteiten (bv.: eigen particulier initiatief; vrijwilliger bij NGO; …)? 
Background 
DEAR 
C1 kennis Vindt u dat u over voldoende kennis of vaardigheden beschikt om 
draagvlakactiviteiten uit te ontwikkelen of uit te voeren? Indien neen, Gelieve de 
lacunes te beschrijven? Op welke wijze heeft de CMC de lacunes in uw kennis 
opgevuld? 
C2 Ontwikkeling vaardigheden Op welke wijze ontwikkelt u vaardigheden om deze activiteiten te ontwikkelen en 
uit te voeren? Wat is de rol van uw eigen organisatie hierin? Hoe denkt u dat u deze 
vaardigheden beter kan ontwikkelen? 
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General 
evaluation 
DEAR 
D1 Inhoud CMC: onderwerpen Welke 3 onderwerpen die aan bod kwamen tijdens de CMC herinnert u zich nog het 
best? 
D2 Inhoud CMC: andere Welke 3 andere zaken herinnert u zich nog het best van de CMC (bv: lesgever; sfeer; 
bepaalde vaardigheid; locatie;…)?  
D3 Verwachtingen Heeft de CMC uw verwachtingen ingelost? Zo niet, waarom? 
D4 Interactie deelnemers Gelieve de interactie tussen de deelnemers te beschrijven. Hoe kan volgens u  de 
interactie verbeterd worden? 
D5 Nut deelnemers Was de CMC voor elke deelnemer even nuttig volgens u? Waarom niet? Hoe kan 
volgens u dit verbeterd worden?  
Individual 
effects 
E1 Effecten visie Heeft uw deelname aan de CMC uw eigen visie op draagvlakversterking in het 
algemeen beïnvloed? Heeft u nieuwe inzichten gekregen?  
 E2 Effecten ontwikkeling Heeft de deelname aan de CMC de ontwikkeling van uw eigen 
draagvlakversterkende activiteiten beïnvloed? Waarom (niet)? Hebt u bepaalde 
inzichten of vaardigheden toegepast? Zo ja, gelieve deze te beschrijven. 
 E3 Effecten uitvoering Heeft de deelname aan de CMC de uitvoering van uw eigen draagvlakversterkende 
activiteiten beïnvloed? Waarom (niet)? Hebt u bepaalde inzichten of vaardigheden 
toegepast? Zo ja, gelieve deze te beschrijven. 
 E4 Effecten: samenwerking Heeft de deelname aan de CMC het type van organisaties waarmee u samenwerkt 
en de aard van deze samenwerking beïnvloed? Waarom (niet)? Hebt u bepaalde 
inzichten of vaardigheden toegepast? Zo ja, gelieve deze te beschrijven. 
 
 
E5 Effecten: netwerking Hebt u nog contact met andere deelnemers van de CMC? Zo ja met wie en uit wat 
bestaat dit contact (bv. samenwerking over projecten; informatie-uitwisseling,…)? 
Zo niet, waarom? Zijn de contacten tussen CMC deelnemers nuttig vanuit 
professioneel perspectief?? Waarom (niet)?  
 E6 Effecten evaluatie Heeft de deelname aan de CMC de evaluatie van uw eigen draagvlakversterkende 
activiteiten beïnvloed? Waarom (niet)? Hebt u bepaalde inzichten of vaardigheden 
toegepast? Zo ja, gelieve deze te beschrijven. Zo niet, waarom? 
 E7 Effecten: andere Doet u ten gevolge van uw deelname aan de CMC bepaalde zaken anders? Zo ja, de 
welke? Zo niet, waarom? 
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Effects 
organization 
F1 Kennisdeling: medewerkers Heeft u tijdens of  na uw deelname getracht om uw kennis en vaardigheden te delen 
met andere werknemers van uw organisatie? Waarom wel of niet? Op welke wijze?  
 
 
F2 Kennisdeling: management (1)  Heeft u tijdens of na uw deelname getracht om uw kennis en vaardigheden te delen 
met het management van uw organisatie? Waarom wel of niet? Op welke wijze?  
Op welke manier deelde u uw kennis? Heeft uw deelname aan de CMC het 
management aangezet om nog andere werknemers van uw organisatie aan de CMC 
te laten deelnemen?  
 F3 Kennisdeling: management (2) Heeft het management van uw organisatie u zelf gecontacteerd om de opgedane 
kennis of vaardigheden te delen?  
 F4 Effecten: agenda setting Heeft uw deelname aan de CMC geresulteerd in meer of andere aandacht voor 
draagvlakversterking in uw (toenmalige) organisatie? Legt uw organisatie haar 
prioriteiten elders? Gelieve uw antwoord te verduidelijken. 
 F5 Verhinderende factoren Wat waren factoren die verhinderden dat u de opgedane kennis en vaardigheden 
kon toepassen in uw organisatie? 
 F6 Bevorderende factoren Wat waren factoren die bevorderden dat u de opgedane kennis en vaardigheden 
kon toepassen in uw organisatie? 
Amelioration G1 Verbeteringen Als het CMC zou worden verder gezet, welke veranderingen zouden er dan dienen 
plaats te vinden? Waarom? Wat zou u zeker niet verder zetten? Waarom? 
Use of data H1 Anonimiteit Mogen we in het rapport naar u of uw organisatie verwijzen of wilt u liever 
anoniem blijven? 
Other comments I1 Andere opmerkingen Hebt u nog andere opmerkingen of zaken die u nog wil melden? 
Evaluators 
interpretation 
Relevance  Hoe schat je zelf (op basis van het interview) de relevantie van de CMC in voor het 
huidige en toenmalige werk van de deelnemer? 
 Efficiency  Hoe schat je zelf (op basis van het interview) de efficiëntie (tijd en kosten) van de 
CMC in voor het huidige en toenmalige werk van de deelnemer. 
 Effectiveness  Hoe schat je zelf (op basis van het interview) de doeltreffendheid van de CMC in 
voor het huidige en toenmalige werk van de deelnemer? 
 Sustainability  Hoe schat je zelf (op basis van het interview) de duurzaamheid (d.w.z. gebruik men 
de opgedane kennis en vaardigheden nu nog) van de CMC in voor het huidige en 
toenmalige werk van de deelnemer. 
 Impact  Hoe schat je zelf (op basis van het interview) de impact (d.w.z. wat is hert 
belangrijkste effect) van de CMC in voor het huidige en toenmalige werk van de 
deelnemer. 
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2. Interviewgids management 
Evaluation level Label Evaluation information Questions 
General info 
 
N1 Naam van de manager Wat is uw naam? 
N2  Functie binnen de organisatie Wat is uw functie? 
N3 Naam van de organisatie Wat is de naam van uw organisatie? 
Knowledge 
CMC 
 
 
A1 Kennis inhoud CMC Wat weet u over de CMC? Hebt u er al eens van gehoord? Welke activiteiten 
organiseert de CMC? Kunt u voorbeelden geven? 
A2 Kennis Doel CMC Wat is het doel van de CMC?  
A3 Kennis organisatoren CMC Wie organiseert de CMC? 
A4 Communicatie CMC Op welke manier kent u de CMC? Vindt u dat de communicatie rond de CMC 
doeltreffend en voldoende? Waarom (niet)? 
A5 Betrokkenheid bij CMC Hebt u deelgenomen aan andere activiteiten georganiseerd door CMC (bv.: 
werkateliers, lezingen)? Zo ja, de welke? Zo niet, waarom? 
Was u nog op een andere wijze betrokken bij CMC (bv.: gastrainer, evaluator, …) 
A6 Deelname medewerkers Waarom hebben medewerkers wel of niet deelgenomen aan de CMC? Wie nam het 
initiatief om deze in te schrijven?  
Involvement 
organisation in 
DEAR 
B1 Draagvlakactiviteiten organisaties Op welke wijze is uw organisatie betrokken bij draagvlakversterking? 
Background 
DEAR 
C1 kennis Vindt u dat uw organisatie over voldoende kennis of vaardigheden beschikt om 
draagvlakactiviteiten uit te ontwikkelen of uit te voeren? Indien neen, Gelieve de 
lacunes te beschrijven? 
C2 Ontwikkeling vaardigheden Op welke wijze ontwikkelt uw organisatie vaardigheden om deze activiteiten te 
ontwikkelen en uit te voeren? Volgen uw medewerkers andere opleidingen?  
General 
evaluation 
DEAR 
D1 Verwachtingen Heeft de CMC de verwachtingen van uw organisatie ingelost? In welke mate? 
Knowledge 
sharing 
E1 Kennisdeling: medewerkers Hebben uw medewerkers tijdens of na hun deelname getracht om hun kennis en 
vaardigheden te delen met andere werknemers van uw organisatie? Waarom wel of 
niet? Op welke wijze? 
 E2 Kennisdeling: management Op welke wijze trachtte het management de kennis en de vaardigheden van de 
deelnemers te delen met de rest van de organisatie?  
 E3 Kennisdeling: verloop Als een deelnemer het bedrijf verlaat, op welke wijze verzekert uw organisatie dat 
zijn/haar kennis wordt doorgegeven? 
Effect F1 Effecten: agenda setting 
Heeft de deelname aan de CMC geresulteerd in meer of andere aandacht voor 
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organisation draagvlakversterking in de organisatie? Legt uw organisatie haar prioriteiten elders? 
Gelieve uw antwoord te verduidelijken. 
 F2 Effecten visie Heeft de deelname aan de CMC de eigen visie op draagvlakversterking in het algemeen 
beïnvloed? Heeft de organisatie nieuwe inzichten gekregen? 
 F3 Effecten ontwikkeling Heeft de deelname aan de CMC de ontwikkeling van de draagvlakversterkende 
activiteiten beïnvloed? Heeft uw organisatie bepaalde inzichten of vaardigheden 
toegepast? Zo ja, gelieve deze te beschrijven. 
 F4 Effecten uitvoering Heeft de deelname aan de CMC de uitvoering van de draagvlakversterkende 
activiteiten beïnvloed? Hebt u bepaalde inzichten of vaardigheden toegepast? Zo ja, 
gelieve deze te beschrijven. 
 F5 Effecten samenwerking Heeft de deelname aan de CMC het type van organisaties waarmee uw organisatie 
samenwerkt en de aard van deze samenwerking beïnvloed? Heeft uw organisatie 
bepaalde inzichten of vaardigheden toegepast? Zo ja, gelieve deze te beschrijven. 
 F6 Effecten evaluatie Heeft de deelname aan de CMC de evaluatie van de draagvlakversterkende activiteiten 
beïnvloed? Heeft uw organisatie bepaalde inzichten of vaardigheden toegepast? Zo ja, 
gelieve deze te beschrijven. 
 F7 Effecten: andere Doet uw organisatie ten gevolge van de deelname aan de CMC bepaalde zaken anders? 
Zo ja, de welke?  
 F8 Verhinderende factoren Wat waren factoren die verhinderden dat de deelnemer de opgedane kennis en 
vaardigheden kon toepassen in uw organisatie? 
 F9 Bevorderende factoren Wat waren factoren die bevorderden dat de deelnemer de opgedane kennis en 
vaardigheden kon toepassen in uw organisatie? 
Amelioration G1 Verbeteringen Als het CMC zou worden verder gezet, welke veranderingen zouden er dan dienen 
plaats te vinden? 
Use of data H1 Anonimiteit Mogen we in het rapport naar u of uw organisatie verwijzen of wilt u liever anoniem 
blijven? 
Other comments I1 Andere opmerkingen Hebt u nog andere opmerkingen of zaken die u nog wil melden? 
Evaluators 
interpretation 
Relevance  Hoe schat je zelf (op basis van het interview) de relevantie van de CMC in voor het 
huidige en toenmalige werk van de deelnemer.  
 Efficiency  Hoe schat je zelf (op basis van het interview) de efficiëntie (tijd en kosten) van de CMC 
in voor het huidige en toenmalige werk van de deelnemer. 
 Effectiveness  Hoe schat je zelf (op basis van het interview) de doeltreffendheid van de CMC in voor 
het huidige en toenmalige werk van de deelnemer. 
 
Sustainability  Hoe schat je zelf (op basis van het interview) de duurzaamheid (d.w.z. gebruik men de 
opgedane kennis en vaardigheden nu nog) van de CMC in voor het huidige en 
toenmalige werk van de deelnemer. 
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 Impact  Hoe schat je zelf (op basis van het interview) de impact (d.w.z. wat is het belangrijkste 
effect) van de CMC in voor het huidige en toenmalige werk van de deelnemer. 
3. Interviewgids experts en beleidsmakers 
Evaluation level Label Evaluation information Questions 
General info 
 
N1 Naam van de expert of beleidsmaker Wat is uw naam? 
N2  Functie binnen de organisatie Wat is uw functie 
N3 Naam van de organisatie Wat is de naam van uw organisatie? 
Knowledge 
CMC 
 
 
A1 Kennis inhoud CMC Wat weet u over de CMC? Hebt u er al eens van gehoord? Welke activiteiten 
organiseert de CMC? 
A2 Kennis Doel CMC Wat is het doel van de CMC? 
A3 Kennis organisatoren CMC Wie organiseert de CMC? 
A4 Communicatie CMC Op welke manier kent u de CMC?  
A5 Betrokkenheid bij CMC Hebt u deelgenomen aan activiteiten georganiseerd door CMC (bv.: werkateliers, 
lezingen)? Zo ja, de welke? 
Was u nog op een andere wijze betrokken bij CMC (bv.: gastrainer, evaluator, …) 
Involvement 
organisation in 
DEAR 
B1 Draagvlakactiviteiten organisaties Op welke wijze is uw organisatie betrokken bij draagvlakversterking? 
General 
evaluation 
training 
C1 Algemene evaluatie training Vindt u dat een vormingstraject over draagvlakversterking nut heeft? Zo ja welk? Zo 
neen, waarom niet? 
Prerequisites 
DEAR 
D1 Noden  Welke kennis en vaardigheden hebben organisaties die aan draagvlakversterking 
doen, nodig? 
D2 Verwerven van kennis Op welke manier dient men deze kennis en vaardigheden te verwerven? 
Effects CMC E1 Effecten beleid overheid Heeft het CMC het beleid inzake draagvlakversterking in Nederland (of in Europa) 
beïnvloed? Zo ja, op welke wijze? Zo niet, op welke kan de samenwerking gebeuren 
met andere organisaties met eenzelfde doelstelling als de uwe? 
E2 Effecten beleid organisaties Heeft het CMC het beleid van actoren die zich met draagvlakversterking bezighouden, 
beïnvloed? Zo ja, op welke wijze?  
Amelioration G1 Verbeteringen Als het CMC zou worden verder gezet, welke veranderingen zouden er dan dienen 
plaats te vinden? Zijn er dingen die u niet meer moeten worden verdergezet? 
Waarom? 
Use of data G1 Anonimiteit Mogen we in het rapport naar u of uw organisatie verwijzen of wilt u liever anoniem 
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blijven? 
Other comments H1 Andere opmerkingen Hebt u nog andere opmerkingen of zaken die u nog wil melden? 
Evaluators 
interpretation 
Relevance  Hoe schat je zelf (op basis van het interview) de relevantie van de CMC in voor het 
huidige en toenmalige werk van de deelnemer.  
 Efficiency  Hoe schat je zelf (op basis van het interview) de efficiëntie (tijd en kosten) van de CMC 
in voor het huidige en toenmalige werk van de deelnemer. 
 Effectiveness  Hoe schat je zelf (op basis van het interview) de doeltreffendheid van de CMC in voor 
het huidige en toenmalige werk van de deelnemer. 
 Sustainability  Hoe schat je zelf (op basis van het interview) de duurzaamheid (d.w.z. gebruik men de 
opgedane kennis en vaardigheden nu nog) van de CMC in voor het huidige en 
toenmalige werk van de deelnemer. 
 Impact  Hoe schat je zelf (op basis van het interview) de impact (d.w.z. wat is het belangrijkste 
effect) van de CMC in voor het huidige en toenmalige werk van de deelnemer. 
4. Interviewgids gasttrainers 
Evaluation level Label Evaluation information Questions 
General info 
 
N1 Naam van de gasttrainer Wat is uw naam? 
N2  Functie binnen de organisatie Wat is uw functie 
N3 Naam van de organisatie Wat is de naam van uw organisatie? 
Involvement 
CMC 
A1 Betrokkenheid bij CMC (1) Welke trainingen/lezingen/werkateliers hebt u gegeven 
 
A2 Betrokkenheid bij CMC (2) Was u nog op een andere wijze betrokken bij CMC (bv.: gastrainer, evaluator, …) 
A3 Kennis Doel CMC Wat is het doel van de CMC? 
A4 Kennis organisatoren CMC Wie organiseert de CMC? 
A5 Communicatie CMC Op welke manier kent u de CMC?  
Involvement 
organisation in 
DEAR 
B1 Draagvlakactiviteiten organisaties Op welke wijze is uw organisatie betrokken bij draagvlakversterking? 
Organisation C1 Evaluatie opbouw Wat vindt u van de opbouw van het CMC? 
 C2 Evaluatie organisatie Wat vindt u van de organisatie van de CMC (en elk van partners)? 
Prerequisites 
DEAR 
D1 Noden  Welke kennis en vaardigheden hebben organisaties die aan draagvlakversterking 
doen, nodig? 
D2 Verwerven van kennis Op welke manier dient men deze kennis en vaardigheden te verwerven? 
Effects CMC E1 Effecten deelnemers Wat zijn volgens u de belangrijkste effecten van de CMC op deelnemers? 
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E2 Effecten beleid overheid Heeft het CMC het beleid inzake draagvlakversterking in Nederland (of in Europa) 
beïnvloed? Zo ja, op welke wijze? 
E3 Effecten beleid organisaties Heeft het CMC  het beleid van actoren die zich met draagvlakversterking 
bezighouden, beïnvloed? Zo ja, op welke wijze?  
Amelioration G1 Verbeteringen Als het CMC zou worden verdergezet, welke veranderingen zouden er dan dienen 
plaats te vinden? 
Use of data G1 Anonimiteit Mogen we in het rapport naar u of uw organisatie verwijzen of wilt u liever anoniem 
blijven? 
Other comments H1 Andere opmerkingen Hebt u nog andere opmerkingen of zaken die u nog wil melden? 
Evaluators 
interpretation 
Relevance  Hoe schat je zelf (op basis van het interview) de relevantie van de CMC in voor het 
huidige en toenmalige werk van de deelnemer.  
 Efficiency  Hoe schat je zelf (op basis van het interview) de efficiëntie (tijd en kosten) van de CMC 
in voor het huidige en toenmalige werk van de deelnemer. 
 Effectiveness  Hoe schat je zelf (op basis van het interview) de doeltreffendheid van de CMC in voor 
het huidige en toenmalige werk van de deelnemer. 
 Sustainability  Hoe schat je zelf (op basis van het interview) de duurzaamheid (d.w.z. gebruik men de 
opgedane kennis en vaardigheden nu nog) van de CMC in voor het huidige en 
toenmalige werk van de deelnemer. 
 Impact  Hoe schat je zelf (op basis van het interview) de impact (d.w.z. wat is het belangrijkste 
effect) van de CMC in voor het huidige en toenmalige werk van de deelnemer. 
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Annex 4 /  Training websurvey questions and results 
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Annex 5 /  Workshop websurvey questions and results 
  
 
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
  
 
